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Abstract

The purpose of this study was to assess the performance of Selam TVET College in

Capacity Building i : e etratt : o

4pacity ilding at Addis Ababa Administrative Region. A descriptive survey study was
preferred to investigate training performance of the College in light of providing quality
technical and vocational education through the modular training that was given for trainees

at college level both theory and practice inside Selam Children’s Village.

The subjects were selected using stratified and systematic sampling techniques. The main
techniques of data collection for the study were questionnaires which were filled by 60
respondents found in the College and villages situated at Kotebe area. To supplement the
data, interview with Management bodies, trainees and trainers was made at the office and
departments. Similarly, focus group discussion was held with both trainers and trainees. In
addition, information was also collected from training modules and other relevant

documents.

The data collected using questionnaires, interview and FGD was analyzed quantitatively
using descriptive statistics such as percentages and frequency distribution. The major
finding of the study indicated that the College was at the right track to offer relevant
training to its users with the expectation of producing competent man power in the middle
level training program. More over quality products and services were expected by inducing
QMS to the College training and customer satisfaction was felt as mentioned by

respondents.

However problems in providing training were sensed due to lack of clear guidelines for
work relationships and hence responsibility conflict occurred .direct participation of
trainees in the preparation of materials, workable college manual with tendency not to
have it and purchase delay in need of material for special areas were the critical ones.

Based on these findines. the results were assessed and recommendations were made.

vii



CHAPTER ONE
1. INTRODUCTION

his chapter addresses the introductory part of the research. It basically includes

background of the study. statement of the problem, purpose and significance of the study.

delimitation of the study, limitation of the study. and operational definition of terms.

1.1. Background of the Study

Education is a means which enhances the socio-economic development of a country.

Thus. it imparts knowledge and skill to people who participate in the nation’s overall

development endeavor.

With this, (ETP, 1994:93) stated that "education does not operate in isolation: rather it has

to be on full just with research, practice and development to contribute towards an all-

rounded development of society."

More over, Finch and Crunkilton (1999) pointed out that “educators favor the integration
of academic and technical curricula.” The education and training of the so-called
knowledge workers suggest that this integration trend will predominate in the twenty-first
century. This is because learning sophisticated technological concepts which require a

sound foundation in practical skills and understanding of technology.

[n this regard. the optimum level of skilled manpower can be obtained by a well organized
system of education and training. And today a consensus has been established on the
absolute priority of investment in human resources as the very foundation of overall
development (Carnoy, 1995:3). This is because: it has a primary role to play in establishing

conditions convenient for successful development.

Bearing this in mind, the human resource development. both formally and non-formally
that TVET institutions are performing to the overall socio- economy is a witness of their
being strong forces in development. Since 2000/01 a massive expansion of TVET sub-
sector has been operational. The strategic thinking behind the expansion of the TVET sub-

sector is to meet  the middle-level human power demand of the industry, service sector



and commercial agriculture, which have become very essential to the overall development

of the country. The impact up on quality TVET has been viewed in a favorable light. This

implies that there is a shifi of beneficiary’s choice of education from supply to the demand

l, © r or ~ By = 3 ~ . . .
driven outcome or performance. TVET is an mstrument for producing technicians

equipped with practical knowledge. who unlike in the past would be job creators rather

than expecting jobs to be provided by the Government (ESDP- 111, 2005: 11).

1.2. Statement of the Problem

As mentioned in the introduction above, there is a shift of beneficiaries’ choice of
education from supply to the demand driven outcome or performance. But the region does
not yet exploit it very well to contribute a lot for economic development. One of the

reasons for this might be lack of sufficient middle level skilled man power for the industry.

This is supported by different empirical evidences. For example, Gemechis (2007) and [LO
(2009) stressed that entrepreneurs are surrounded by a number of challenges. This forces
stakeholders in TVET to contribute a lot to the poverty reduction of the town, region and

the country as a whole.

This study is different from those researchers discussed above in that their focus areas were
in all manpower development regardless of their performance. This study specifically
emphasizes on the assessment of performance of Selam TVET College in Capacity

Building in the case of Addis Ababa.

Technical and Vocational Education and Trainings (TVETs) are targeted to produce
entrepreneurs who are able to create own jobs rather than seeking employment in any
organization. That is why entrepreneurship training is incorporated in TVET Curriculum.

This in turn leads to success or high performance.

Entrepreneurship education is designed in order to support graduates. existing potential
entrepreneurs to create and run their own business rather than expecting employment from
government. private or NGOs. So as to develop entrepreneurial culture to all groups of
society, entrepreneurship is given in different including Ethiopia in formal. informal and

non-formal way through TVET colleges/institutes.



Selam TVET Collece i : 4 2 TR ; :
< ege 1s said to be making significant performance to practical education

in Addis Ababa (Selam, 2010:29). Though various scholarly analyses have been done in

the area of education, only some scholars have undertaken detailed analysis on the impact

of TVET education towards developing capacity of the nation. Among the scholars who

conducted on the performance of TVET education towards development are discussed
here. World Bank (2006) argues that for reforms to succeed, close involvement of the
private sector at all levels —from policy making to being involved in running institutions. is
critical and the government is working closely with the private sector to move forward in

transforming this vision in reality.

Selam TVET College as a development partner of the country has exerted considerable
effort to develop capacity of the young in Addis Ababa through provision of skills training
in various programs on demand-driven and outcome base to fit graduates for the world of

work.

As a strategy. the significant increase in TVET enrolment has been managed by a
combination of government funding, intensive short-term teacher training and building of
TVET centers. However, the rational was still that of a supply-driven system. Briefly

speaking it is an input oriented delivery system of education. Hence, the future stages of

the TVET reform require a paradigm shift towards a demand-and outcome-driven system.
This holds not only for the training itself, but for the management of the TVET system and
its institutions as well. The deciding factor for success is not input or supplies,

performance (GTZ, 2006).

As of November20-21, 2006 meeting organized by Ethio-German Engineering Capacity
Building Program in Addis Ababa. it was agreed amongst the nearly one hundred experts
and practitioners from eleven countries and four continents who attended the event that the
Ethiopian approach to TVET reform and TVET financing are very much in line with

international best practice in terms of performance.

All Participants who attended the meeting seem to agree that partnerships (among the

public sector, the private sector and civil society) will be key in making any TVET reform

process succeed (GTZ, 2006).
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Among stakeholders Selam TVET College is said to be the one which was exercising the

new TVET reform through mobilization of necessary resources.

Having said the above points as it has been discussed in detail by various scholars in the
area of performance of technical education rendered by institutions, there has been share of
significance for addressing education to the young. the minority group who couldn’t get
access to education and those who want to improve their life by having basic skills training

in the area of technical and vocational education in Selam TVET College.

However, my focus regarding this study is to strengthen the argument about the success of
TVET in terms of performance which the previous scholars dealt during provision of skills
training by Agencies through education in general and giving more consideration to the
performance of Selam TVET College to Capacity building through education in its
positive sense for the benefit of the community at large in Addis Ababa which has not been

widely touched by former scholars.

1.2.1. Research Questions

With this in mind, the study tries to answer the following basic questions:

I How are the training programs of the college organized?

2 How are the training programs conducted?

3 How do the trainees view the training offered?

4 How far the training contributes to acquire the quality of education and training?

5 What major problems have been encountered in accomplishing programs?



I.3. Objectives of the Study

1.3.1. General Obj eetive

[his study is aimed to assess the performance of Selam TVET College in Capacity

building in Addis Ababa, where as in particular it tries to focus on the following specific

objectives.
1.3.2. Specific Objectives
The specific objectives of the study are-

e To assess the programs of Skills training offered by Selam TVET College

o To assess the training programs for the industry and manpower development

o To assess the trainees view in relation to the training offered

e To assess the training contribution to acquire the quality performance of
education and training

e To forward possible solutions and recommendations.
1.4. Significance of the Study
[n general, the writer of this paper believes that the study:-

e Is able to make one aware that the college’s performance to professional development
through training.

o Will help to point out ways that Selam TVET College should follow in

eliminating problems which arise in its performance toward promoting skills

training.

o Will serve as a spring board for a better and exhaustive research.

1.5. Delimitation of the Study

This research was delimited to investigating the performance of Selam David Roeschli

TVET College and its units in the Addis Ababa Administrative Region.



Accordingly. the researcher 1 . : J g o
gly. the researcher applied systematic sampling technique on the basis of stratified

1 (92 1 r Al 2|~ T o . -
sampling in order to select Selam 'VET College and its units that were thought to have

rich experience in conducting the skills training program.

The specific location of this College could be described as follow.

*e 3 e 1 ~nt1 o} . T
*» Selam Technical Vocational Education and Training College is located east of Addis

Ababa, specifically in Yeka sub-city, near Hana Mariam Church locally called Kotebe

arca.

The College was selected on the basis its relation with other Colleges and enterprises in

the Capital in conducting the training programs.

This rescarch was also delimited to selecting the participants of college leaders, Selam
Village Officials, College trainers, supervisors. trainees and some graduates. Using
systematic sampling technique. these groups of participants were chosen since all of them
were involved in the implementation the training programs in the College and its units.
Moreover, the researcher selected these participants due to the fact these participants were

thought to provide rich and detailed information on the problem understudy.
1 .6.Limitations of the Study

The quantitative research data collection methodology. in particular the choice of the small
sample population through systematic sampling on the basis of stratified sampling method.
considered as the main source of limitation for generalizing the results of the research to all
TVET population in the capital. The inherent weakness associated with this method can
not be assumed as limitation free. Henceforth, cautions were made whenever extrapolation

of the findings from the sample to all of the TVET population was sought.

All the responses of the interviews and focus group discussions are taken to be the
representatives of the actual scenario. The limitations of semi- structured interview may be
considered in terms of whether the data obtained reflect the actual facts grounded in the
day to day practices. The limitations that are discussed may influence the validity of the

research in terms of the ability to generalize the results to the entire TVET respondents

population.



All interviewed TVET respondents were from a TVET C
Ababa. TVET Respondents from the

ollege and its units in Addis
government schools and in other school development

2 o o 1 = 1 A e - . L S o
centers were not included in the research. These choices and decisions of inclusions and

exclusions were made in an effort to focus the research and limit its scope and allow a

oree C o HE nt = . . o o . .
degree of feasibility to data collection and analysis. Thus these boundaries set in this

research indicate its limitation,
1.7. Definition of operational Terms

Technical and Vocational Education and Training (TVET) is the study of technologies and
related sciences, and the acquisition of practical skills. attitudes. understanding and
knowledge relating to occupants in various sectors of economic and social
life(UNESCO. 1999).1t is concerned with the acquisition of knowledge and skills for the
world of work to increase opportunities for productive work, sustainable livelihoods.
personal empowerment and socio-economic development in knowledge economies and

rapidly changing work environments(Maclean, Wilson et al. 2009).

Non-formal TVET: includes all structured short-and long-term TVET programs (run by
different public or private providers, comprising different modes of delivery and durations
of training) that are not registered as formal TVET by the Ministry of Education ., e.g.
TVET in Community Skills Training Centers, TVET programs by NGOs, employer-based
TVET . short-courses in commercial TVET schools, etc (Amhara TVET strategy drafi,
2000).

Performance: overall activities and operations performed by entrepreneurs in MSEs in

strengthening their enterprises (Mulugeta, 2010).

1.8. Organization of the study

This research is organized in the following ways. The first chapter is about the orientation
of the research. The background to the research is explained first. Following this. the
statement of the research problems is described. Then the main research question and sub-
questions that are thought to be answered by the research are provided in order. Finally. the

aim, objectives, the significance of the research. the research problem, the delimitation and



limitation of the research the clarificat; : o -
arch the clarification of concepts and the organization of the chapters

are presented. The second chapter, the literature review. begins with the brief review of the

history of education ¢ ainine : L .
) ation and training at the global and Ethiopian context. It attempts to discuss

trends in the provision of TVET, the benefits of skill based trainings. the benefits of market

based training, the experience of countries in the implementation of training. the role of

motivation in training, the measurement of training. epistemological issues in performance

of training, and implementation problems of the training.
The third chapter is the theoretical framework for the practical training. It discusses the
theories that are thought to be related with the research problem under investigation.
Hence, the main theories raised under this chapter are Bandera’s (1977) theory of
observation (imitation), Vygotsky’s theory of ZPD. Lave and Wenger’s (1991) contextual
or the situated learning, Holland's career theory and the constructivist view of learning to
describe the performance of training process.
The third chapter is about the research design and the methodology part. In this part, the
rationales for choosing the quantitative research methodology. the sources of the data and
the reason for selecting the people to be researched and the institution are discussed in
detail.

Furthermore, the description of the data collection instruments and their application in the
research are explained. The ethical issues that the researcher is obliged to be abided are
also discussed. The fourth chapter is about the description and interpretation of the data.
The data collected by the use of the various instruments discussed in chapter four are
described in the light of the research questions set. Eventually, the findings are interpreted
and discussed. The fifth chapter attempts to summarize all the steps of the research process
and tries to elaborate the conclusions reached and the recommendations forwarded.

1.8.1. Description of the sample organization

Selam TVET College

Selam is a TVET College selected for this research. It is a privately owned college situated
East of Addis Ababa- under Yeka sub-city administration, near Hana Mariam Church at

locally named Kotebe area.. It was founded in 1986 within an area of 30, 000 meter square.



The founders of thi o6 5 -
of this college were the Roeschli’- husband and wife of Swiss

humanitarians. Once thev were ving in e - /
: hey were living in Ethiopia establishing orphan village exactly at the

center of the current college campus.

P ever 1 ) > . . . . .
However, during the advent of the communist regime in Ethiopia, they went back to

Switzerland. One of the orphans, Tsehay, who went with them, came back in 1986. After

she had come back to Ethiopia, she founded Selam Children’s Village. Later on. the
children’s village was promoted to Vocational Center in 2000 (SDRTVC, 2011). Since
then, the college has started training skills.

Later, since 2000 onwards, the college was named as *Selam David Roeschli® Technical
and Vocational College” (SDRTVC. 2005). It had built workshops in the campus including
various machines, cold forming workshops, woodwork shop. conventional foundry, metal
forge, heat treatment, sand blasting and powder coating facilities. By the use of this
facility, it was able to generate its own income.

The college was one of the known private TVET Colleges in the city. In conjunction with
this, it won ECAE award (Selam Broucher,2011 )due to its high quality training
performance on the Ethiopian TVET system. While this research was going on, the college
was offering training on the following occupations and levels; General Metal Fabrication
and Assembly-Level 1-4, Machining-Level 1-4, Auto Electricity -Level 1-4, Auto Engine
Service-Level 1-4, Building Electrical Installation-Level 1-4, Building Metal Works Level
[-4, Industrial Electrical Machine Drive-Level 1-3 and Furniture Making-Level 1-3.

In addition to the above occupations, the college was offering short-term training on
welding. It was also providing tailored training on food preparation to companies and

individuals based on their training needs (SDRTVC, 2011).

The college had an ‘internal’ apprenticeship training program. on the college campus for
all trainees. However. the ‘external” apprenticeship training was applicable to trainees (for
level one and above) who were assigned to the enterprises for some times (even more than

a month depending on the kind of occupation.



Chapter Two

Review of Related Literature

This second chapter is devote e revi - . ;
pter is devoted to the review of the related literature. It tries 1o present

Some of the facts obtained so far from various researches and other sources concerning the
issue at hand.

2.1 Education

Education, according to TGE (1994:1-3), is a process by which man transmits his
experiences, new findings, and values accumulated over the years. in his struggle for
survival and development through generations. Education enables individuals and society

to make all rounded participation in the development process by acquiring knowledge.

ability. skills, and attitudes.

[n the present society. education may be viewed as comprised of two basic elements:
Formal education and non-formal education.
Formal education is that which occurs in a more structured educational setting.
Representative of this element would be school and school related activities such as taking
a course, participating in a school athletic event, or holding employment as part of a formal
cooperative vocational education program.

Informal education, on the other hand, consists of that education which typically takes
place away from the school environment and is not a part of the planned educative

process. Part-time volunteer work in a hospital might be considered as informal education
activity. Central to this element is that education extends far beyond the four walls of the
school and encompasses more than what is under a teacher’s direction.
Education in its formal and informal spheres encompasses a great portion of one’s life.
From early childhood through adulthood, opportunities exist for participation in formal
and informal education, and the extent of a person’s participation often corresponds with
his or her capabilities to perform various roles in later life (Finch and Crunkilton. 1989:78).
Teklehaimanot (1999:1) asserts that education should be an endeavor to introduce the
desirable change into a culture while steadily standing on it.

The Constitution of the Federal Democratic Republic of Ethiopia declared that the

Government shall have the duty to support, on the basis of equality, the growth and

10



enrichment of culture aditt : ;
tures and traditions that are compatible with fundamental rights. human

dignity. democratic norms and ideals (TGE in Teklehaimanot. 1999:2).

2.2 Goals of Education
Superimposed on the formal and informal elements of education are two categories that

reflect the broad goals iated with i ) S :
ad goals associated with it. These two types of educational goals may be

referred to as education for life and education for earning a living. The two are not

mutually exclusive.

Dealing with these two broad goals as separate entities is sometimes quite difficult. if not

impossible. Basic preparation for life as part of one’s high school education may serve as

foundation for post-secondary education or carning a living. Likewise, education for

carning a living, received early in one’s life. might serve to let an individual know that a

certain occupation would or would not be satisfying to that person (Finch and Crunkilton,

1989:8).

Mansfield and Mitchel (1996:3) describe that the role and purpose of the systems and

processes of education is to prepare people for independent economic activity-it may be

called as the instrumental purpose, a means to an end: to empower people to play a full
part as citizens in a democratic society-this purpose is to do with access, choice, and
equality of opportunity: and to enable every person to develop his/her natural talents and
capabilitics to the fullest extent-this purpose is to do with individual progression,
improvement, and self full fillment.

The above goals of education can be put into reality by way of, among others, general
education and technical and vocational education. General education, according to
UNESCO (2002:17), is education which is mainly designed to lead participants to a better

understanding of a subject or group of subjects. especially, but not necessarily. with view

to preparing them for other (additional) education at the same or a higher level.

Successful completion of these programs may or may not provide participants with a labor

market relevant qualification at this level. Such programs are typically school- based.

Programs with a general orientation and not focused on a particular specialization should be

classed in this category.

Vocational and technical education, on the other hand. is education which is mainly designed
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to lead participants “quire the pract: ;
Participants to-acquire the practical skills, know-how, and understanding necessary for

mplovment in a particular oeermest
employment in a particular occupation, trade. or group of occupations or trades

Successtul completi e i ot
npletion of such programs lcads to a labor market relevant vocational

qualification recogniz e . o X
qualification recognized by the competent authoritjes ol the country in which it is obtained.

Similarly. Hoffiman e 13) def; - :
Similarly. Hoffiman et al (1999:13) define vocational education and general education as

technical/vocational education indicates education aimed at preparing the student for work in

a commercial or technical field. the course content is practical and enables the student to enter

the labor force. General education, on the other hand. prepares the student for the next higher

level of education: the courses are mainly academic and theoretical®.
2.3 Technical and Vocational Education in Afriea

The TVE policies followed by the newly independent African countries were aimed at
providing the managers and skilled labor which these countries needed to support the growth

ol the modern sector.

[n the late 1970s. however. the African economies entered a period of recession and economic

crisis. The growth of modern sector employment slowed sharply as a result of spending cuts in
the public sector and massive lay-offs to maintain productivity in the private sector.

The consequence was rapid raise in unemployment among young people, particularly, those
Who had completed their secondary schooling. Gradually. the structure of employment in sub-
Saharan Africa changed. with the rapid growing informal sector absorbing much of the labor
force.

Imported models of technical and vocational education. which were developed in a context of
economic growth. proved incapable of supplying skilled labor that meet the highly varied
requirements of Afiican production systems. A wave of criticism concerning the
ineffectiveness and high cost of TVE began to be heard. and this form of education has been
called into sharp question on the ground that it is poorly suited to labor markets dominated by
informal sector employment.

Numerous criticisms of technical education and vocational training have been voiced over the
past decade. These may be summarized as poor quality. very high cost, training not suited to
actual socio-economic conditions. disregard of informal sector’s needs. and disregard of the
labor market and of the high unemployment rate among graduates (Atchoarena and
Delluc,2002: 37-38).

Besides. Girma (2009:20) states that in the 1960s and 1970s international development
agencies, particularly the World Bank had played a significant role in popularizing the TVET
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svstem in various African ‘ies. Neverthe : . .
\ an countries. Nevertheless. in the following decades, TVET came under

strong eriticism and both national and international support had declined considerably.

In recent vears. however, TVET has come harlk . .
! ever. TVET has come back to claim a place of importance on the agendas

ol many mternational organizations and donor agencies. As a result. policy makers in many

Alrican countries as well as the international donor community have renewed their perspective

of the role of TVET as a key (0 create wealth and emerge out of poverty by producing skilled
and entrepreneurial or employable workforce. This is mainly because the

need for economic competitiveness and technical improvement has rapidly grown through
globalization and the number of young people, who have completed basic education but
remain in poverty with low social participation because of high level of unemployment. has
increased.

Studies aimed at examining TVET systems in developing countries. particularly sub-Saharan
Alrica describe the system as being in a state of crisis already for twenty years. Here two of the
main challenges in TVET delivery system will be referred to: quality and relevance. As
evaluated by the AU the quality of training is low. with undue emphasis on theory and
certification rather than siglls acquisition and proficiency testing. Inadequate instructor
tratning. obsolete trammg equipment. and lack of instructional materials are some of the
factors that combine 1o reduce the effectiveness of training in meeting the required knowledge
md skills objectives: Wiath respect to relevance. many studics refer to a mismatch

between the traming offered and the skills needed in the labor market. especially in formal
public traming.

Formal public TVET delivery system often does not pay enough attention to the market trend
(Girma. 2000:21-22). Wanna (1998:60) also witnesses that the quality of training. especially
those given in vocationaltechnical schools can be affected by the quality of instructors.
curriculum. resources. and administration.

Inview ol the changes in the Tabor market. the objectives of technical and vocational education
have become more diverse: they are no longer simply economic but also social.

including the fight against poverty and the integration of young people into the working
world.

Hence. to train the workforce for self-employment and to raise the productivity of the informal
sector become two other major objectives (Girma. 2009:21-22).

\any African countries consider today that the infrastructure and equipment of TVE
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mstitutions are for the most par solete, |
MOost part obsolete, adequate. and unable to adapt to private sector
expectations and technological change. No country

however, can forgo the effort to train
voung people in the technical skills ne

eded to master the occupations of modern economies.

Imports of new equipments ; e
p {upments. which workers must know how to use and maintain necessitate an

effort to save this traini = 8 ey
£ S training system. It is for this reason that both the international community

and African governments have focused their attention on the question of how to reform TVE
(Atchoarena and Delluc, 2002:49).
Most of the countries in sub-Saharan Africa regard technical and vocational education as vital

to their economic development. as this sector is associated with acquisition of the

qualifications needed to be competitive in the international arena.

There are many movements underway in the countries of sub-Saharan Africa to change the

content of TVE and the way it functions. All actors are deliberating the question of which

innovations should be introduced in these countries. in the knowledge that the results obtained
will depend on not only their economic and social environment but also cultural and historical
factors (Atchoarena and Delluc, 2002:57-58).

2.4 Technical and Vocational Education and Training in Ethiopia

Ethiopia has been having an alphabet of its own for many centuries and it has been running its
educational system in religious institutions. This was going on until early twentieth century
when modern education was introduced. Towards the end of the 191 Century, several things
accentuated the need for modern education. The victory of Adwa in 1896 resulted in gaining
international recognition for the country so that several European and Asian countries
expressed their wishes to establish embassies and negotiate treaties.

The war itsell alerted Emperor Menelik 11 to realize the inadequacies of church education if
Ethiopia was to remain independent. The innovations introduced. such as the formation of the
Council of Ministers, the starting of postal, telephone. and telegraphic systems. the
establishment of the state bank and printing press. the construction of railway line, etc. all
required a new type of personnel or qualified civil servants (Ayalew. 2000:8).

Academic education continued to be provided until 1936 without the vocational curriculum.
Immediately after the liberation. there was an urgent demand for trained people to introduce
modern management and launch a program of reconstruction. It needed technicians of all
levels. managers. planners. engineers. and other economic-oriented labor force. The immediate

response to this urgent demand was the establishment of technical and vocational schools to
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"¢ i d 1 /i % ‘1tics apda .

train and supply the critically needed trained people in the various areas of technology (Girma.
2009:26-27).

The vocational/technical schools established in the years 1940s-1960s (Wanna, 1998:57) were

Addis Ababa Technical School (1942), Addis Ababa Commercial School (1943). Addis Ababa Building

Trade School (1946 (Phased out)), Ambo Agricultural School (1946). Jimma Agricultural School
(1944), and Bahir Dar Polytechnic School (1964).
TVET was the most neglected area in the history of the Ethiopian Education System (FDRE.

2 5:5). |- CVEr. S ) . . S
2005:5). However, since 2000/01 a massive expansion of this sub-sector has been operational.

The strategic thinking behind the expansion of the TVET sub-sector is to meet the middle level

human power demand of the industry, service sector. and commercial agriculture. which have

become very essential to the overall development of the country. TVET is an instrument for
producing technicians equipped with practical knowledge. who unlike in the past. would be job
creators rather than expecting jobs to be provided by the Government.

The objective is to provide quality education and training in the TVET sub-sector. To this end.
the curriculum was revised: skill-upgrading training was given to TVET teachers. and
expatriate teachers were employed to overcome the shortage of teachers. In collaboration with
the private sector and government enterprises, an apprenticeship program was also introduced
to develop the skill of the trainees before their deployment to the world of work. The number
of TVET institutions has increased from 17 in 1996/97 to 199 in 2003/04 and enrolment
from2.924 to 106,336 out of which 51.2 % are females (FDRE, 2005:5).

2.5 Objectives of Technical and Vocational Education and Training

Though expressed in different ways. TVET has the objective of improving the livelihood of
people by equipping them with the necessary knowledge. attitudes. and skills. UNESCO (in
Berhanu, et al, 1992:2) has put down the objectives of TVET in relation to the educational
process.

The objectives are to contribute to the achievement of society’s goals of greater
democratization and social. cultural. and economic development. while at the same time
developing the potential of individuals for active participation in the establishment and
implementation of these goals; to lead to an understanding of the scientific and technological
aspects of contemporary civilization in such a way that men comprehend their environment
and are capable of acting upon it while taking a critical view of the social, political, and
al implications of scientific and technological change: to abolish barriers between

environment

levels and areas of education. between education and development, and between school and
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society: to improve the quality of life by mermi: - Sl
Y | Juality of life by permitting the individual to expand his/her intellectual

horizons and to acquire and t :
0 cons : !
nstantly improve professional skills and knowledge while

allowing society ilize the fru; . "
; g Y to utilize the fruits of economic and technological change for the general

velfare, etc. TI - . S
Y & ws. UNESCO has placed high priority on TVET in promoting individual

capability and national development,
In connection to this. the National TVET Strategy of the Federal Democratic Republic of

Ethiopia mentions. S ey . . T
pie S. among others, creating and further developing a comprehensive. integrated.

outcome-based. and decentralized TVET system for Ethiopia; strengthening TVET

institutions 1n view of making them centers for technology capability, accumulation & transfer;

improving the quality of TVET (formal and non-formal) at all levels and making it responsive

to the needs of the labor market: strengthening the private training provision and encouraging
enterprises to participate in the TVET system: and building the necessary human capacities to
effectively manage and implement TVET (MoE. 2008:12-] 3).

While putting into practice the objectives stated above. the following principles will guide and
define benchmarks for the further development and implementation of the country’s TVET
system. These are demand-orientation, quality & relevance, equal access and equal
opportunity, permeability, flexibility. life-long learning. gender sensitivity. contributing to the
fight against HIV/AIDS, and contributing to environmental challenges (MoE. 2006:10-12).
Any development program in a given country. whether it is economic or social. presupposes
the availability and the competitiveness of skilled workforce (UNESCO in Befekadu.1993:12).
[n sum, TVET is required to provide skilled labor force to meet the needs of the labor market.
This skilled labor force is badly needed for the economic and social development of a country.
To lift the country out of poverty and put it in parity with other developed countries, there is a
concerted effort being made by the government and other stakeholders to use education and
training as an effective vehicle for societal development. The government of Ethiopia took a
number of steps in the areas of education and training since it came to power in 1991.

Since the introduction of the ETP (1994). quantitative changes have taken place in the areas of
education and training. The most significant changes that took place between 1994/95 to
2004/05 which include, among other things. student enrolment in technical and vocational
education and training from 2.338 to 45.417 (MoE. 2004/05).

Despite the encouraging results achieved in enrolment increases. the graduates of the TVET
system suffer from shortage of reliable knowledge, skills. and attitudes mainly due to a training

program that lacks quality and relevance as stated earlier due to numerous bottlenecks.
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2.6 Institutional Factors that Affect TVET Trainite

were are many factor ffect TVE" oL
There ¢ any factors that affect TVET training. These can be broadly categorized into two.

They are institutional factors and non-institutional factors. Institutional factors relate to all

e factors like resource. facilit: : ;
those factors like human resource, facilities. materials, services. ete which are associated with

the institution. Non-institutional factors, on the other hand. are those factors like family

background. health, diet. etc. that affect the training process. In this study. only the institutional
factors are included and are mentioned as follows.

2.6.1 Human Resource Related Factors

These factors are directly related to the human population within the institutions. The
following sections try to reveal how the human resource factors play roles in the training
process.

2.6.1.1. Human Resource Development for TVET Management

As stated in the Ethiopian TVET strategy (2008:39) Apart from building the competence of
TVET teachers/instructors. sufficient resources and efforts will be invested into human
resource development activities among TVET administrative and management staff. This
includes those stakeholders involved as council and board members at different levels in
the governance of TVET too. Tailor-made training and/or awareness creation programs
will be drawn up. Specific target groups for such human resource development include:
Members of TVET councils at federal and state level Administrative staff and TVET
executive bodies at federal. state, Zonal and Woreda levels, facilitators of occupational
standard setting and assessment item development, assessors in the occupational
assessment system. heads of TVET institutions, members of TVET institution
Management Boards.

In Regional level things which are listed above are similar with the Federal TVET policies
and strategies. But there are some points which are not practically applicable. These are
like: Hiring is done in Regional TVET bureau but not in TVET institutes. This indicated
that we can say that decentralization is not fully applicable.

Therefore, in order to solve shortage of trainers there must be zonal TVET departments
like general education. And also there are no clear guidelines to retire employees because
most TVET institutions are new. For example Selam TVET institute among

these TVET institution in the capital. In addition to this there must be assigned quality

assurance process Coordinators to follow quality training in these TVET institutions to
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have practical application as stated in the policy (MoE 2008:38)

2.6.1.2 Management of Technical and Voceational Education and Training
¢ =]

In order for vocati > i :
ational education to be carried out properly. one of the preconditions that need

to be fulfilled is o e g L e A
the existence of efficient management. especially human resource

management. Williams (2 203-204) <t
anag € (2006:203-204) states that people need to be managed in the same way

as equipment. materials, and information are managed. However. people are unique and

art - e < . "
special resource and managing them is not simply a control process. Managing people is a

challenging task. To this end. Cheatle explains as follows:

Above all else, of course, managing people is a

dynamic., endlessly changing, complex, and som

a U'U‘WJl'i,g’/rl‘fi‘u.s'f/'aling business (Cheatle,2001:1).
If technical education at all levels is to function efficiently and if there is to be a constant
attention given to ensuring the quality of instruction. highly competent administrators and
supervisory personnel are a prime condition. Although both administrators and supervisors
should be drawn from the ranks of experienced teachers. the knowledge and talents needed for
performing their tasks are different. In-service courses on the post-graduate level for
teachers of proven ability are an excellent way of preparing these directors. Also. just as in-
service training of various types-particularly the conference or seminar-serve to bring teachers
together for discussion of common problems and mutual stimulation. so these types of courses
may serve the same function for administrators and supervisors. In addition to a thorough
knowledge of the teaching profession, the administrator needs a certain breadth of vision as
well as knowledge of handling certain problems of administration.
He will be dealing with teachers in a number of different specialties (UNESCO, 1973:175-
176).Trainers are one group of the human resources available in TVET institutions. These
have to be properly managed in order to let them contribute their best. According to a report
by UNESCO (1994:31), teachers at all levels of education require regular opportunities for
further study, for both personal and professional growth so that they can maintain their
commitment and motivation. update knowledge and skills. be exposed to new curricula and

teaching materials. and have access to a reorientation program if they wish to move into

different field of teaching.
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Teachers have to be treated as individuals. Regarding this T

Teachers are i
S are repeate i :
repeatedly told to trear their students as individuals

However, all teqc I
: eachers typically are o i ice i
1ers lypically are given this advice in exactly

same way S, we consi ai
e way. That is, ywe consistently fail to recognize individual

differences e
ifferences among teachers even as we admonish them o adjust their

teaching to individual differences among students (Anderson, 1991-91).

Efficient manageme Yet I
anagement can perform the above stated activities and retain TVET trainers in its

respective institution. The issue of supervision is worth mentioning here. Good supervisors are

those who know what they are doing and are committed to getting a job done, yet are friendly
and pleasant to work with employees.
Generally, supportive school leaders are cognizant of the influence of their leadership style

and the professional culture they create in their schools; they know that they have an important

role to play in the evolution of models of good practice in teacher attention.
Capitalizing this point, Coe (1973:77) stresses that a quality program is administered and
supervised by personnel who are educated and experienced in vocational education. who
understand the needs of pupils and the needs of business and industry, and who are able to
work effectively with employers, labor, other school officials. and employment and social
agencies. Some of the present problems in vocational education have been created by well
meaning people who lack sufficient experience in vocational education to develop and
maintain quality programs. There is real danger when such persons also have the power and
authority to make far-reaching decisions.

Any system of vocational and technical education requires some form of inspection or
supervision to ensure that the quality of teaching is as high as possible. and that it conforms to
national standards. Provision for some type of supervision should then be an integral part of
planning in vocational and technical education. as evidenced by the ILO Recommendation on
the subject: *The teaching staff of training institutions should be regularly inspected or
supervised by the competent authorities with a view to assisting them in their work and
improving the instruction given.’

The supervisor or inspector performs a number of duties. He must ensure that teachers and
administrators are performing their functions properly. But his most important function is one

of guidance: he/she should be much more than simply an educational watchdog (UNESCO.
g .

1973:180-181).
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The management is expe o i :
& pected to establish productive school-community relations. Altering the

form and functions of the school is he responsibilit

] ' of the society (Landers and Myers,
1977:340). They continue:

The school doesn’t exisr i j
CSnrexist in a vacuum. It is a social institution-an

agency by whic ]
gency by which a desirable social need may be met-and therefore

" ) . ’ I
IS ameans (o an end, not the end in itself (Landers and Myers, 1977:340).

An administrator should not only be good in the process of implementing the school

curriculum and utilizing the school finance effectively, but also he or she has to be excellent in

communicating with the school board, concerned tax pavers’
Gallagher. 2001:1).

Finch and Crunkilton (1979:11)

group. or the staff (Bagin and

express the importance of school-community relations for

vocational education. Vocational education is charged with the responsibility of maintaining

strong ties with a variety of agriculture. business. and industry-related areas. In fact. strong
school-community partnerships exist in many locales. Since there are a number of potential
“Customers™ in the community. who are interested in products (graduates). the curriculum
must be responsive to community needs. Employers in the community are, likewise, obligated
to indicate what their needs are and to assist the school in meeting these needs. This assistance
might consist of employers serving on curriculum advisory committees. donating equipment
and materials to the schools. or providing workstations in the community for students enrolled
in cooperative vocational education. Whatever relationship exists between the vocational
curriculum and the community, it should be recognized that strong school community
partnerships might often be equated with curriculum quality and success.

In this section, it has been emphasized that the management of TVET can influence the
productivity of the inputs of training including human resources. The management should be
well equipped with both how training should go on and how people should be treated if the
maximum benefit is to be obtained. In addition. the importance of establishing close and
positive relationships by the management with the nearby community has been given due
attention

2.6.1.3 Interpersonal Relationships

Management is about getting the best out of people to achieve objectives. Managers are
judged by the performance of their teams. Therefore. the manager needs to focus on the

interpersonal relationships within the team. Mullins as cited in Williams explains it as follows
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help make for a high level of staff morale and work
performance ( Williams, 2006: [8).

Thus, in order for all the group members 1o form good working relationshi

1 ‘ p. the manager has
to form good relationships with his/her

team members and colleagues and encourage the
development of productive workine relat: - :
I productive working relationships. This means valuing each individual within

e team. behaving ‘opriate LI 0
thieites aving appropriately, showing respect, recognizing and acknowledeing

contributions from individuals and the leam as a whole. A climate of openness and trust will

: foster g king relati : :
help to good working relationships and strengthen the team abilities through cooperation

and mutual support. The manager can do this through regular open communication with the

team, encouraging individual development, involvine evervone in

decisions as appropriate. The capacity to form good relationships is dependent upon the
effectiveness of an individual's interpersonal skills.
Being aware of what is involved and striving to refine and improve these skills can only bring
benefit to the manager. the team, and the organization as a whole (Williams. 2006:118-119).
The existence of good interpersonal relationships leads to high level of employee motivation
ultimately resulting in higher productivity. From among the techniques that enable managers to
establish good interpersonal relationships within their teams. participation and communication
are worth mentioning.

Communication is extremely important factor in the workplace. If employees feel comfortable
with their employer. it not only creates a good atmosphere to work in. but also it facilitates the
flow of ideas and information. If an employee is having a problem. a communicative manager
is more apt to know about it. Communicating involves listening attentively. and counseling as
what the right course of action may be. Communication can come in many forms. Some
companies choose to have meetings, and if done right. meetings can be a great place for
interoffice communication (Noe et al. 2000:401).

This part of the literature review was directly related to the task of management. For better
interpersonal relationships to prevail in a training institution. the management has to take the
lion’s share. Work might be accomplished in the absence of good interpersonal relationships
Nevertheless, this cannot be satisfactory and sustainable. It is common knowledge that people
perform better when they are treated in a friendly manner. There should be effective
communication and problems that may arise in the course of discharging responsibilities have
to be solved on the spot by way of open communication.
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2.6.1.4 Training Staff

One of the important principles yse
portant principles used to define the quality of a TVET program is related to the

preparation of adequately trained teachers

and other professionals who shoulder the

responsibility of preparing students with quality

marketable skills for the dynamically

changing world of work. Accordine IS princinle o ’ -
£ to this pr inciple. quality TVET programs are distinguished

 having a highlv traj (perie Sppr
by having a highly trained. experienced. technically competent. and enthusiastic staff including

the coordinators. teachers. counselors. and all others who assist them in the instructional
process (Strong. Wenrich in Antonios. 2006:38)
Teachers. coordinators, and counselors of quality TVET programs are expected to be masters

at their works. thoroughly skilled in every phase of their occupation., and well-informed

regarding all technical matters relating to their practices. They have to be able to teach and

orient not only the skills and information of the occupation, but also should guide, advise, and

stimulate the learners.

Atchoarena and Delluc (2002:62) discuss that trainers/teachers play a crucial role in the supply
of high-quality technical and vocational education. In this sector, instructors need firsthand
industrial experience. In most cases, however, they have little or no contact with the work
place or with new technologies. Thus. they rarely have the possibility of updating their stock of
knowledge. Some countries have taken measures to make teachers aware of the new
technologies and the new skills. which will be required of pupils when they enter the labor
market.

UNESCO (1997:71-72) on its part emphasizes that the successful implementation of TVET
programs very much depends on the availability of well-trained and experienced TVE teachers.
A major constraint in the vocationalization of curricula in Africa has been due to the lack of
such personnel. In several areas. due to low pay. it has not been possible to attract the right
teachers to these areas as most qualified TVE professionals often opt for deployment in
enterprises or self~employment where incomes are more attractive. Once recruited. TVE
trainers should be offered opportunities to advance in pursuit of higher education and training
and to periodically take re-training either through enterprises or in specialized institutions to
keep current in their disciplines.

The quality of technical and vocational education depends in part on the efforts made by
governments and TVE institutions to obtain well-trained teaching staff. With connection to the

issue of quality TVET. Coe (1973:78) demands teachers to be masters in their occupation and
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complete teacher-trainine proor
[ 3 - S Programs where they learn how 1o impart their knowledge and skills
to students. r

Boe and Gilford in Zenebe and Wossenu (1999:17) h

: ave defined five components of teach
equality. These are teacher qualific

ation (such as certification in degree

%, i or diploma), tested
ability (pass scores in the aptitude/entr

ance tests offered at teacher preparation institutions),

demographic matching of teacher .
= S achers and students (i.e., representative diversity in race/ethnicity.

oe l P o 1 i o 1 ~ o > 2
gender and age that is relevant in classroom Interaction). teacher professionalism (activities for

teachers that enhance the altractiveness of the profession). if for instance. teachers are placed

in key decision making roles as in programs involving merit pay. career ladder. and/or peer

evaluation. it is assumed that they typically entail enhanced professional responsibility and

ultimately job satisfaction, and classroom teaching practice (excellence in delivery of subjects).

dlled  teaching SIT itive : :
Skille aching has a strong  positive impact on pupil achievement. Saylor and

Alexander(1954:111) stress that teachers may play the parents’ roles in providing affection.

security. and status. By doing so. they can avoid the aggravation of estrangement. Based on a

recent study in Pakistan, UNESCO (1998:33) explains that investments in improving the
teacher’ teaching methods and the exposure of the students to teachers is far more
advantageous than any other activities like improving physical infrastructure. Students achieve
better results when experienced, well prepared, and hard-working teachers teach them
(Caillods and Postlethwaite, 1995:16).

Melaku (2000:15) discusses that educational systems are always expected to maintain an
improve the effectiveness and efficiency of their staff members. It should be noted that
significant improvement of education could not be accomplished without adequate effort at the
in-service training of staff personnel; especially teachers. The staff is the heart of the operation
of schools. Money. materials. time. space. facilities, and curricula-all of these are important.
too. But initially, in process. and ultimately, the ability of the staff'is crucial.

One of the most effective ways to bring about curriculum changes. teaching improvement and
the professional growth of teachers is through well-organized in-service training of teachers.
In-service training programs to teachers should include activities that are likely to develop
teachers’ skills in teaching and in the use of diversified and modern teaching technologies that
can encourage teachers to adopt various modern methods of evaluating student performance.
that are aimed at increasing teachers’ skills or knowledge in their teaching subjects. that would
enable teachers to work as a team in solving instructional problems which are of common
concern to all staff. that would involve teachers in contributing to the development of the
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educational objectives of the school system, and that w
e 9 C

: T ould develop an understanding in
teachers of the function of edyc

ation j iety - : : ; :
ation n society, and its relationship to social, economic. and

governmental structures,

Besides. skills and competencie
S necessary 5 .
cessary to meet the challenges of TVET teacher training

will not be achieve -oug Sl Ao ’ I P
vill ne chieved through the traditional forms of TVET teacher-training curriculum and

sl \/ i 1 o .
delivery and its systems. A multi-dimensional approach is necessary to meet the objectives.
These will include. according to UNESCO (1997:39)

pre-service and continuing teacher
education through formal and open le

arning systems: more broad-based and flexible teacher

training curriculum replacing skill-specific training programs: integration of training and

education in cooperation with industries and private sectors; life-long flexible learning to

enable the teachers to meet the demands of higher and varied demands of the teachine job:

knowledge and skills of using new technologies of training and education including the

computers; development of multi-lingual and communication skills; and increased emphasis on

development of work ethics, teamwork, human values. and other non-technical competencies
like leadership. time management. environmental awareness. etc.

The way instruction is carried out influences the training process. Generally. it is believed that
teachers should use the appropriate training method for a given content. The success of a
TVET program largely depends on the competence of its teachers to select and use the right
instructional methodology for the teaching of a particular skill. As most educators agree, there
is no unique and best teaching method for the instruction of all types of objectives in varied
practical circumstances.

In this regard the method which may be considered the best for one teacher in a certain
situation, for a particular skill may not be the best for others in different circumstances.
However, most educators agree that TVET instruction becomes more successful when it is
carried out in a student-centered mastery learning approach by emphasizing on the students
performing practical activities.

Nevertheless. according to UNESCO (2002:7). there are still world shortages of teachers,  still
large numbers of unqualified teachers and still many who need further professional

education and training as they work. In much of the South and especially in sub-Saharan
Africa and South Asia, problems of teacher supply threaten the attainment of the education

targets. Even where there are enough teachers. too many of them are untrained or undertrained.

and the quality of training is often itself inadequate.
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trainers to keep abreast of pew technological developments and new methods of
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teaching/training. There are many ways of enhancing trainers’ skills, knowledge. and attitudes.

One of them is a well-organized and well-thought in-service teacher/trainer training.

2.6.1.5 Guidance and Counseling Services

There are many services recommended to be made available to students of school systems.
However, guidance and counseling service may constitute the only student personnel services
offered in many of our schools. This service is more typically found in secondary schools. The
basic purposes of guidance and counseling program are to assist students to understand
themselves. and to realize their potentialities more fully. In order to achieve these objectives.
the program should provide to the student a set of services. The guidance and counseling
program offers a set of services designed to help students understand themselves (appraisal), as
well as their immediate and future environment (orientation. educational and occupational
information). and to reach decisions which will fully utilize their present and future capabilities
(individual and group guidance and counseling). In addition. a good guidance and counseling
program provides assistance to those students seeking a job or a college which will be
appropriate for them (placement), and checks with them periodically after they have left school
to ascertain the effectiveness of the school’s assistance to them and their need for further help
(follow-up) (Melaku. 2000:25-26).

Guidance can involve all types of life situation-personal. social, religious, and occupational
.Guidance is, in general, a set of services or programs, which aids people to solve their
problems. The guidance program is based on analysis of the individual needs: the provision of
information: counseling; placement of educational. job, and social; consultation: follow up:
and research and evaluation (Abosetugne. 2000:26).

Melaku (2000:26) goes on to write that both teachers and school counselors have the
the guidance and counseling program. More specifically, he

responsibility to play roles in

mentions that the school counselor shows concern for and assists the planning of the student’s
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and limitations. But some trainees are assigned to fields of training that are not of their interest

as they are not given the chance to choose the field of study. Assigning TVET trainees to ficlds

of study without their choice may lead to the development of negative attitude towards their
field of study (Desta, 2008:71 -73).

Guidance should not be provided on a haphazard manner. Guidance has basic principles.

According to Pecku in Abosetugne (2000:28). the basic principles of guidance are: guidance is
for all students; guidance is a program for all ages: guidance must be considered with all areas
of the student’s growth and development: guidance is based upon recognition of the

dignity and worth of the individual; school guidance program must be relevant to student needs
and characteristics: guidance should strive for cooperation and not compulsion: and guidance
is a cooperative service involving different groups of people.

Seleshi (2000:18) discusses that the Ministry of Education could not assign counselors to
schools. especially in remote areas due to shortage of work force. In such schools, teachers
having less teaching load were selected and assigned as counselors. But because these had no
any training in guidance and counseling courses, the services these individuals used to given
were not satisfactory. Even in those schools where counselors were assigned. there was a
difference in terms of the services provided. Some of them were with a background in
psychology and the others had sociology and social anthropology. Those who had taken
psychology courses had better performance in their jobs.

In addition to guidance and counseling, the school is expected to provide health service. With
regard to this, Melaku (2000:26-27) explains that the importance of health services has long
been recognized in education, but the implementation of the program to that end has frequently
been limited. The primary function of school health services is to assess and

diagnose the health status of students in a school. and to work with teachers, parents. school

administrators. and others to promote better student health habits and practices. School
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This section discussed the service : . .
es thought to be available in schools. These comprise of such

services as guidance and counseling. health. and co-curricular activities. Most importantly. it

stressed guidance and counseling. Under this topic. the roles of the school counselor. the basic

- H oQ o1 o A e o - V.. ~
principles of guidance, and other related issues were treated. The condition of assignment and

the types of professionals assigned in the Ethiopian high schools were also raised.

2.6.2 Non-Human Resource Factors Affecting TVET Training

2.6.2.1 Contents of the Curricula

A desirable curriculum is one that reflects a consistent cultural point of view & attempts to
achieve a mutual adjustment of cultural elements in terms of a common orientation. An
undesirable curriculum, on the other hand. is one that accelerates the maladjustment of cultural
elements by stressing those traditional ideas. knowledge. sentiments. and skills no longer
relevant to social realities (Smith et al, 1957:12-13).

The relationship between the curriculum and the society is seen in a perspective which
emphasizes that the curriculum is always in every sociely, a reflection of what the people
think. feel, believe, and do: the curriculum needs to reflect and be based on the activities,
problems. and future aspirations of the society: curriculum reflects the ideas. knowledge. and
skills that are related to the common activities of the members of society: and curriculum of
the school is established to serve the purposes of society (Derebssa. 1999:70).

The ultimate success of a vocational and technical curriculum. as Finch and Crunkilton
(1979:10) put it, is not measured merely through student educational achievement but through
the results of that achievement- resu'ts that take the form of performance in the work world.
Thus. the vocational and technical curriculum is oriented toward process (experiences and
activities within the school setting) and product (effects of these experiences and activities on
former students).

. {e + of H 1 \\?
A curriculum should be considered as encompassing general (academic) education as well as

vocational and technical education. Realistically. the curriculum includes work and
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learning. I:IC.\lb?C.aCCCSS. flexible assessment. flexible colleges, and flexible management. The
concept of flexibility of curriculum delivery is clearly implicit in the notion of a learning
program. Flexibility is intrinsic to the design of modular structures and flexibility is also a;

aspect of access, in that the student is offered many entry points to study and accreditation in

ademic year (Nasta, 1994:44-45),
MoE explains the idea of flexibility as follows:

the movement away from the traditional ac

To respond to the changing occupational requirements and to

accommodate the different demand of the various target groups, the

TVET system will allow and encourage flexibility and dynamic

development of the TVET offers. This applies 1o the organization and

delivery of TVET programs as well as to the way in which people can

pursue their individual occupational careers (MokE, 2008:14).
One of the basic characteristics of the vocational and technical curriculum is its responsiveness
to technological changes. Many years ago. programs that prepared people for work were quite
stable. Typically. the skills and knowledge developed in an apprentice program would be
useful for the rest of one’s productive life. Today, however, the situation is quite different.
More recently, the integration of technological concepts into our everyday life. have had a
profound impact on vocational and technical education curricula. The contemporary vocational
curriculum is responsive to a constantly changing world of work
New developments in the field are incorporated into the curriculum so that graduates can
compete for jobs, and once they have jobs, achieve their greatest potential (Finch and
Crunkilton, 1979:12).
The organization of quality TVET curricula always considers the needs of all its stakeholders.
It incorporates the needs of students, because they are the primary beneficiaries of the
programs; the needs of private enterprises. because they are the ones that employ the products
of these programs; and the needs of the society and the state. because they are responsible for
the socio-economic well-being of the youth (Mansfield & Mitchel. Wanna, & Wenrich in

Antonios, 2006:36).
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specification of particular knowledge and skills. and their application to the standards of

performance required in the work place. In practice, the issue of designing TVET curriculum

is overwhelmed by various problems. Skills being developed in training programs must

correspond with those needed in the labor market. Curricula used for training in schools must

be based on occupational or job analysis. An ILO report in Wanna (1998:62) mentions that

lack of relevance in formal training includes needs assessment which is inadequate or based

on incorrect assumptions about labor market opportunities; a lack of communication between
training institutions and potential skill users; a narrow view of training and its role in
development: an undue reliance on foreign training models and standards: an inability or
unwillingness of institutions or their staff to adapt to changing needs and circumstances; wrong
reasons for training, such as “Keeping the kids of the street™; and inadequate feedback
mechanism.

Moreover. as is stated in UNESCO (1997:73), current TVE curricula are still too foreign
oriented and in the majority of cases outdated because they are based on old trades most of
which are now non-existent in the Western countries. There is a need. therefore. for
innovations in TVE curricula to make them more relevant to the changing needs of modern
African work environments.

In short. a curriculum is expected to reflect the needs and beliefs of the society. A school
curriculum needs to encompass academic as well as vocational contents. Besides. it is
important to involve all stakeholders in the process of curriculum preparation. However, what
is in practice is not exactly this way. There are such problems like lack of communication
between training institutions and potential users of the graduates.

2.6.2.2 Organization of Training Facilities

Learning can occur anywhere. but the positive learning outcomes generally sought by

educational systems happen in quality learning environments. Learning environments are

made up of physical, psychosocial. and service delivery elements. kbysicalllcdzie

environments or the places. in which formal learning occurs. range from relatively modern
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Sl hich are very much similar in nature and operation to
the facilities in the actual working places (Coe. 1973:78)

TGE (1994:5) elaborates that due atte

ntion is given to the provision and appropriate usage of’

educational facility, technology, materials. environment. organization and management to

strengthen the teaching-learning process and the expansion of education

hysical facilities are impor or the proper function; “training instituti
Physical fz e portant for the proper functioning of training institutions. A

functional as well as pleasant working environme ' { ini
al ¢ as pleasg orking environment may contribute a great deal to training.

Thus, considerable thought should go into the planning and construction of physical facilities

in order to create the appropriate environment. Among the important elements of these

facilities are lecture rooms with good lighting and acoustics; classrooms designed for the

particular function they will serve: small rooms for study groups and seminar work: space for
individual work, e.g. study cubicle, best placed in library: well-organized library facilities
conducive to individual research work and study: conference room: staff rooms: and of course.
well-planned and equipped workshop facilities.

The creation of appropriate physical facilities is not just a matter of providing the necessary
funds and materials. They should be planned and designed by experienced specialized
architects in conjunction with teacher educators in order to best serve the education process
(UNESCO, 1973:199).

It has been seen, in this section, that training facilities have to be created and organized by
bringing together individuals with the best knowledge about them. The effect of training
facilities on the achievement of the trainees is not measurable. Making the facilities conducive
for learning/ training may result in better training and competence of graduates.

2.6.2.3 Instructional Materials

According to Amare (1999:53-54). instructional materials relate to all forms of materials with
which students and teachers interact for the purpose of learning and teaching. They are the
instruments with which a teacher teaches and from which students learn. No one disputes the

role and function of instructional materials in enhancing the quality of education.

The traditional method of learning which mainly relies on the experience of listening and
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In spite of the high importance attached to instructional materials. they are not accessible to the

TVET institutions. Regarding this, UNESCO (1997:12) explains that many institutions suffer
from insufficient resources to purchase the complex and expensive equipment needed for their

workshops and laboratories. Thus. a close liaison with employing institutions in the world of

work needs to be established so that effective on-the-job programs for students may be worked

out cooperatively between the education institution and the employing enterprise.

This section tried to give a brief explanation about instructional materials. Lack of or
inadequacy of training materials hampers the normal learning/training process. It is
impossible to expect competent graduates from training institutions that suffer from the
inadequacy or lack of training materials. The graduates would not be competent in the world
of work. Therefore, it is important to furnish, as much as possible, the institutions with
training materials for better achievement of the trainees.

2.6.2.4 Cooperative Training

Cooperative training system in Ethiopia is derived from the “dual training system™ of
Germany and refers to mode of training delivery of technical and vocational education and
training that combines training in enterprise and institution based on a training plan
collaboratively designed and implemented by industries and respective TVET institutions.
Under this system, the industries/companies and the TVET institutions share the

responsibility of providing the trainee with the best possible job qualifications, the former
essentially through practical training and the latter by securing an adequate level of specilic.

general and occupation-related basic competency. The word “cooperative™ refers to the two

parties providing training: the concept “system™ means that the two parties do not operate
independently of one another. but rather coordinate their efforts. The guiding principle is that

as all parties involved, namely: the industry. the trainees and TVET institutions will gain

" 5 . 2y .
immediate and long-lasting benefit; they will choose it (MokE. 2010:6).

31



This cooperative training, as stated above,

S B IS @ new phenomenon in the Ethiopian TVET
stem. erative trs s

y g {raining, the trainces are expected to spend a certain part of their time
& o ~ 5 " rd <
in the training institute and most of the time in

. _ = an enterprise that undertakes tasks related to
their occupational training. It is believed th

at this type of cooperation benefits both the

training institution and the enterprise leaving aside the g
{=} ’ . €

_ R _ dvantages the government and the
trainees derive from it.

upard et al in Atchoarena ¢ 5 <
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- Systems systematically refe
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education and vocational trainine
S ' to the need to forge closer links

arch for a better match between jobs and training
is based on a two-horned problem:

e The labor market today is often considered to be characterized by the acute shortage of

skilled labor, as reported by many employers. Paradoxically. many economies suffer.

at the same time. from rising unemployment. particularly among the young people

leaving the education system, as reflected in graduate employment rates.
* The pace of technological change requires workers to have new qualifications in order
to perform the tasks required in modern jobs and thus to raise competitiveness.
Cooperation between technical schools and enterprises can come in several forms. ranging
from sandwich training to collaboration in research and development (Atchoarena and
Dellue,2002:59).
Although there are a few. but significant, exceptions-e.g. Botswana. South Africa,
Zimbabwe most African countries have very little experience with dual forms of training
in technical and vocational education. Hence, several countries. such as Cote d’Ivore.
Kenya, and Congo. are developing this form of cooperation with business in order to
work towards a closer match between the supply and the demand for training.
Though dual training appears to be an effective means of familiarizing trainees very early
with the conditions of the work environment. there are many difficulties in applying this
system in the countries of sub-Saharan Africa. One of the reasons for this is it requires
first and foremost that enterprises be willing to provide training and consider itas a long-
term investment in human resource development. If such training is to give young people
a true immersion experience in the company. careful organization of in-firm practical
training and supervision of trainees is also required. These conditions, not always met in

developed countries, are hardly satisfied in most of sub-Saharan Africa.
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similarity with occupational training
ake part in

Those parties who participate i o S B '
p 2 pate in cooperative training are given each their

responsibilities. The enterprise, the TVET institution, the trainer. and the trainee are

all responsible for the proper execution of cooperative training. Besides

responsibilities, each participant benefits from the process. The following are among
the points described in the Cooperative Training Handbook.

o Enterprises get competent workforce shaped according to their demand and will be
assured of the long-term availability of qualified staff in the labor market. Also they
can get new technologies transferred through the trainers and trainees from training
institutions.

eTrainees are more motivated to study. and they learn more easily, since they are

aware of what they are training for and how they will apply competency concepts
in their practical work.

e As the practical training shall take place at the enterprises” venue, training providers save

resources to be spent for purchasing training materials/inputs. environment, and reduce

training material need in the training institutions. In addition. the training staff will get
exposure to real world of work environment through the interaction with enterprises

(MoE, 2010:6).

To make the enterprises and other business organizations cooperate with the TVET
institutions, they have to be involved in planning. developing the objectives and
strategies, etc. of the system. In Ethiopia. despite the due emphasis given to technical
and vocational system by the government. the participation of enterprises in
cooperative training programs is still very low. A study conducted by Wanna (1998:61)
has come up with the conclusion that though there are some efforts by such TVET

institutions as the Addis Ababa Technical School. Entoto Vocational/Technical School.

and General Wingate School to create links with enterprises, the status of the other
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to both educational institution and the informal/formal sector (UNESCO. 1997:73-74)

Here. it has been tried to explain what cooperative training is. the participants in the

rogram. and the benefits derived {r vavu 5 o
Prog ed from the program by each participant. The source and

the way cooperative training is expected to be put into practice and the condition of

cooperative training, including the major problems being faced. in Ethiopia have been

discussed.

The literature review part of the research has tried to further emphasize the objectives of
TVET. mention some of the major institutional factors (both human resource-related and

non human resource-related) that influence the training of TVET students. The human
resource related factors included TVET management, interpersonal relationships. training
staff, and guidance and counseling services. The non-human resource-related factors. on the
other hand, comprised of such things as curriculum content. school facilities. instructional
materials. and cooperative training. The recent developments in TVET in Africa. particularly
Ethiopia has been to some extent raised here and there throughout the chapter.

[t is in this sense that the researcher tried to assess the performance of Selam TVET College in
Capacity Building with in its units in Addis Ababa by finding proper answers to the basic

questions raised at the end of the statement of the problem.
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CHAPTER THREE

3. Research Methodology and Procedure

3.1. Research Design:

A descriptive method is employed with the intention of getting the general picture of
performance of vocational education by Selam TVET College to produce middle level

skilled manpower in Addis Ababa. The method was selected because it produces data

that is representative and also helps the researcher to describe the situation as it is at a

particular moment (Krishna swami & Ranganatam, 2007). Descriptive research involves a
clearly defined problem and definite objectives (Best and Kahn 1989:18). It was selected

to survey a sample number of respondents who were involving in one way or the other in

the training college.

Similarly, Koul (2008:34) stated that descriptive requires expert and imaginative planning,
careful analysis, and interpretation of the collected data; logical and skillful reporting of
the research results with the existing condition can be compared. Thus, this method is
also selected in order to assess the aspects of skills training in line with their need by
taking into account performance of Selam TVET College to capacity building in Addis

Ababa.
3.1.1. Sources of Data

Both primary and secondary sources were used to generate data needed for the study.
Primary sources of data were Selam officials, College dean, vice deans, instructors and

trainees. Policy documents, yearly magazines and broachers were used as secondary

sources.
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3.1.2. Samples and Sampling Techniques

ixty out of a total i
Sixty population of 450 have been Systematically selected on the basis of

stratified sampling as sample population in both offices. Of which 75% were chosen from
fnetec. cationiatfice thelding the training, production and management bodies where as

e rest 25% were . ]
th 0 chosen from Selam Children’s Village. Because most of the sampled

respondents were believed to offer most genuine and accurate data which would be
relevant and appropriate for the study. Moreover, the respondents of the college
outnumber in the area of specialization in terms of education and training which might be
sufficient enough to respond confidently. The sample size of each target population was

determined according to Best and Kahn's idea which states “the ideal sample size of a
target population is large enough to serve as an adequate representative and small

enough to be selected economically in terms of both time and complexity of analysis

“(Best and Kahn, 1989:16).
3.2. Instruments of Data Collection

The instruments used to gather data were questionnaires, interview, and document
analysis. Focus group discussion was also applied to get genuine fact in supporting
interview. This was conducted by having clue to the selected respondents with clear
description of its purpose before the discussion was held. With respect to this, Creswell
(2003: 62) stated that employing multiple data collection instruments helps the
researcher to combine, strengthen and amend some of the inadequacies and for
triangulation of the data. Accordingly, questionnaires were used as the main data
gathering instruments where as interview, and document analysis were used to enrich
the data obtained through questionnaires. Focus Group Discussion was held between

three trainers and two graduate trainees in order to complement the data obtained from
the interview and make the study resource full.

3.2.1. Questionnaire: Questionnaires were used to collect relevant and first hand

information from instructors and training staff. Questionnaires were prepared for
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uestions and r
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data gathering i :
gdthering instrument because it has been found simpler for respondents to

answer within a short period of time (

Koul, 2008: 146). Besides, it allows them

respond to i
p questions anonymously and enables the researcher use a larger size of

representative samples as sources of data

3.2.2. Interview:

semi-structured interview was conducted with Selam officials, ETM

manager, College dean and vice dean of the sampled TVET College to enrich the data
obtained through

Population Sample Total
No | Respondents
Trai | % | Trai- | % Mana- | % | Trai % Trai- | % | Mana- | %
nee Ners geme nees ners gemen
S nt t
Bodies Bodies
Selam- 250 | 68 |20 40 14 46 | 14 23 7 12 8 13
TVET Trainin 75
Colleg | g
e Produ | 100 | 27 | 16 32 6 20 7 13 5 8 4 6
ction
Selam o} || 25 | % 14 5 17 6 10 2 3 2 3
Childr | SCV1 25
en’s SCV2 103 (F2450( 57 14 5 L7/ 3 5 1 2 il 2
Village
Total 50 30 30 15 15
| 2 370

Table: 1 Samples of the Study

document analysis and questionnaire. The reason why semi-structured interview is used

is that it is more advantageous to get more and deeper information about the

performance of training.

It is advisable to use semi-structured interview because the
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procedure to be used is not standardi
ardized and is not d - .
etermined
interview (Koul, 2008:176) in advance of the

3.2.2.1. Focus Group Dj T
P DiIscussion: Focus Group Discussion (FGD) was also made with three

trainers and two gra i 1
graduate trainees to get genuine information in triangulating the facts
from the interview.

3.2.3. Document Analysis:

Document analysis was also used to gather necessary information about performance of
training and to strengthen the data obtained through questionnaire and interview.
Therefore, TVET documents, journals, yearly magazines, broachers, articles, and statistical
annual abstract reports were examined. With respect to this, Best and Kahn (1989:25)

stated that document analyses are important and relevant sources of data and useful in

yielding information and exploring educational practice

3.2.4. Procedure of Data Analysis

The data obtained through questionnaires which are liable to quantitative analysis were
analyzed using frequency count and percentage followed by discussion of the most
important points. The data gathered through gquestionnaire, interview, and document
investigation were analyzed quantitatively. According to Kumar (1996: 81), percentages
play a more important role when two or more responses of samples are being
compared. The implications of the results have been discussed. Accordingly, conclusions

are drawn being followed by recommendations.

3.2.5. Try out Instruments

The prepared instruments were piloted in two selected departments and MR of the

College in Selam Children’s Village. The Purpose of piloting was to examine the quality or

the appropriateness of prepared instruments. Therefore, the clarity of the items to the

respondents and the adequacy of time to respond the items were evaluated. Besides, the

questionnaire items commented by the research advisor have been grammatically
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corrected. Based on i .
the pilot results, questionnaires which hade 36 items were minimized
into 26 items and improved.

3.2.6. Data Collection Periods

The data was collected from Selam David Roeschli TVET College and Samples of Selam

Village main office and its units. In the units more than a week days were used to

distribute instruments and collect the necessary information. The first day of the week
was used to introduce the purpose of the study to the respondents. Two days of the week
were used to inspect various documents related to the study with collaborations of the
concerned personnel of the institute and distribution of questionnaires to concerned
subjects. Two of the week days were used to make interview with deans, vice deans,
officials and staff members. One of the week days was also used to make focus group
discussion with three trainers and two graduate trainees of the college concerning issues
related to the study. In addition to gathering data from sample units, a day was used to
collect data from the village offices. Even if instruments particularly questionnaires
distributed to concerned subjects few were not collected and more than 96% have been

collected. Accordingly, from the 60 questionnaires distributed to respondents, 58 (96.7%)

have been returned.
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CHAPTER FOUR
4. DATA PRESENTATION AND ANALYSIS

This Chapter deals with the descrint; -

l. description of the sample population, analysis and interpretation of the data
athered from sample manaceme 3
& P anagement bodies (deans and department heads). trainers and trainees at Selam
TVET College and its Units. The : ]
data obtained through questionnaires, interviews, document analysis and

FGDs were analyzed and interpreted. Out of 60 questionnaires distributed to their ¢

96.7%) ategories of respondents,
58 (90.77%) were

properly fille eturne ol . :
properly d and returned. The responses of the questionnaire were almost positive to

give information except a few respondents were not able to return on time and some could not fill may be

because of time constraint to fill those questionnaire items. Besides. the interview was conducted to support

basic items from questionnaire and the respondents were willing to respond according to the guiding
interview questions keeping the ethical consideration live alone confidential issues behind. The purpose of
the study was clearly explained to the respondents to make them confident enough in responding positively.
To help the analysis justifiable for the study some documents were analyzed and focus group was discussed
among some selected trainers and graduate trainees to narrow the gap that may arise as difference between

the sample respondents of the study.
4.1. Characteristics of the Respondents

The following description of the characteristics of target population gives some basic information about the

sample population involved in the study.
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Table 2: The Personal p

rofile of Respondents

Items mm*_ A
Management Trainers e Repens e
Bodics : Management Trainers
T—T‘—T— - : Bodies
. No % No Yo No Y
Sex e i——L = s T
| . i\d;\lc 10 833 10 833 5 66.7 5 667 o sl
e Female 2 16.7 2 167 | 333 | s s (&
Total 12 100 12 100 3 100 3 100 30 {00
2 Age
. 20-24 3 2351 2 2222 2 30 2 50 9 30
« 2529 6 46.2 4 4443 1 25 ] 25 12 40
¢ Above 30 4 30.7 3 34 1 25 | 25 9 30
Total 13 100 9 100 4 100 3 100 30 100
3 Qualification
. Diploma 1 12.5 12 75.0 1 333 2 66.7 16 533
. BA/BSC/BED 6 75.0 2 125 I 333 i 333 10 333
. MA/MSC | 12.5 2 125 1 333 - 4 13.4
Total 8 100 16 100 3 100 3 100 30 100
4 Ficld of Study
. Business Area 3 334 4 333 1 20 1 25 9 30
. Industrial Arca 4 44 4 5 41.7 2 40 1 25 12 40
o Information | 11 2 16.7 I 20 1 25 5 16.7
Technology | 111 1 6.3 | 20 1 25 4 13.3
. Other Fields 9 100 12 100 5 100 4 100 30 100
Total
5 Service Years
. 0-4 2 25 3 27.3 | 20 1 16.7 7 233
. 5-9 2 25 3 27.3 | 20 | 16.7 7 233
5 10-14 2 25 3 273 2 40 2 333 9 301
. Above 14 2 25 2 18.1 | 20 2 333 7 2315
8 100 11 100 5 100 6 100 30 100
o Total

As shown in table 2, out of 30 respondents 83
Particularly there are only two females
possible reason behind this may be the s

: - 1 tiv
males’ professions and there was no special mo

3% were males and 16.7% females.

as members of management bodies (department Heads). The

ociety’s perception that vocational Occupations are regarded as

ation on the Process of hiring females in the College.
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From the total of the respondents 40.0% fall i
<% 1N age ranges between 25 to 29. This indicates that less

experienced trainers and Mmanagement bodies are
(S

nvolved at the college in the region. Regarding the

ualification. from the t S i
qué otal of the respondents 33.3% are diploma holders. Accordine to.the new
: . ) ; ; S
education and training policy. g

the minimum qualification req

: . uirement for trainers COC certification and
for department heads of TVET at this e

Ve
el ought to be second degree (M.A/MSE). With regard to work
agement bodies, 31.]

years service. This may show that most TVET tr,

experience of the trainers and man :
I S : % of the sample populations have above five

| ainers possess practical skills and experience. It should
e noted here that the work experience of : .
be e ork experience of the TVET trainers is very important in the performance of
trainers.

ing to the field of 0 . 5 . il
Relating of studies 40.0% is qualified in industrial areas. As indicated in the TVET strategy.

hard skill training programs (industry) are encouraged and should produce self employing and trained

people. And in this the total respondents are qualified in Industrial area and the observation made in the
Colleges especially in industrial area of Governmental TVET Colleges confirms that trainers were early
hired in the College i.e. within five years. This shows that there had been less labor turnover in the
Colleges and better number of experienced trainers in the industry area is a promising for giving proper
training.

Moreover, having well experienced trainers will have the role of playing in producing competent
entrepreneurs who can contribute considerably to the country Development Plan (PASDEP) to end
poverty by producing middle level skilled manpower. At the same time trainees can achieve better
performance in the training activities by getting the good practice of the trainers in or out side of the
workshop where they get crucial exercise. Beyond this, experienced trainers can be the sources of
attitudinal values which can not be simply obtained from the practical content. Those values could be

fore instance, respect for elders. honesty, faithfulness and other exemplary attitudinal values (Haimanot.

2011:35).

4.2. The Organization and Management of Training Programs of the College
TVET institutions should be well organized internally with human and non-human resources to

provide outcome based training. These includes facilities. instructional materials. curriculum.

certified and qualified trainers and compliant with workplace requirements. It is the occupational

area that guarantees quality training and is there fore well known by the community and industry. In

addition. TVET institutions shall serve as centers of technology capability, accumulation and
& ]
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transfer. They shall closely Cooperate with (] i
1 the private sector in undertaking problem-solving

research program (MOE, 2008:2 ).

IhiS S(,“Clion del IS \\’ilh lhe l'eSOUrCCS < \"lihblL i I (<) e
a clld < >0 sl l :
1 In the CO“(.!.’.C. lhc CO”L‘”C S lnlel'['lcl] rganization

and activities of technology transfer department in the Coll
ege.

Table 3: Ways of Orsanizine : / i
\ ganizing and Managing Training Programs

No Items Responds
Management Trainers Trainces
Bodies
T PR i No % No | % No | %
ow Lraming Frograms are Organized and Managed
*  Based onthe old curriculum -
| *  Based on New Curriculum J ':3 2 : 25.0 2 i
. Dikiers 8 533 9 600 15 50
Total 2 134 2 150 6 20
15 100 15 100 30 100
The College does runits plan to implement the education and
training cffectively
" e
2 A Yes . .
B No 10 67.0 9 |60 21 70
L e 5 |330 | 6 |a0 9 | 30
: 15 100 15 | 100 30 | 100
How the College manage time investment of training
*  Use 20% theory and 80% practice 4 27.0 3 338 9 300
3 e Use 30% theory and 70% practice 5 32.5 8 533 11 36.7
e Use 50% theory and 30% practice 4 27.0 1 6.7 6 | 200
s Use other proportion of time 2 13.5 1 67 4 13.3
Total 15 100 15 100 30 100
The College works to organize and implement training programs to
» Provide quality training followed by on-job training & assessment 6 40.0 3] 333 13 433
4 « Provide appropriate and intermediate technology products 5 | 330 4 1267 9 | 300
. - . D, 5 1 Q 2% 7
« Provide services that meet customers’ needs and expectations 45 270 6 | 400 8 | 267
Total 15 | 100 15 | 100 30 | 100
The College manages to keep up the performance of training
programs by 400 e Brp A 14 167
z . 5, : § 5 46
5 o Using Centralized Management 6 it % 3’ = el
e e o) 33 5 3.3 3559
e Using Team i\l.nnag;n}ll]un : 7 370 5 134 & | anp
scentralized Manasemen 2 =
. U?ng Decentralized Manageme 13 100 15 100 30 100
Tota

5 e . ~ 0, =
Table 3 of item number | depicts that 60% among the trainers and of 53.3% from the management

_ = : e s training y reanized an
followed by 50% of trainees have responded in away that the training programs are org d and

A EPUIC 2 ; . is shows that more of the
managed based on new curriculum of Ethiopian TVET System. This s £

trainers as professionals have better concepts on the new Ethiopian TVET System of implementing
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Occupational Standards (OS) to be applied

in the institutions. T i
olLe S. [hc OS IS pre =Y . Qe nle
from the Ministry of Education. The PEparecibyibis st

TVET Se¢
eclors or Proor e
ctors or Programs are vitalized as OS under which

there shall be competencies. In each competency

: . there shall be continual assessment by which
trainees being approved as competent or not .

t competent. If a trainee could not get a passing

soint of competency he/she s| e or
: 1all have one or two chances of

in the oi 0 assessment by the trainer of the
mpetency in 1€ 21ven < oo o ‘
comj ) g S. In brief this IS-a process of enabling the trainees to do until thev

become competent Professionals in the : } i
e w ks either se i i
orld of works either self business making or employed.

After two chances if trainees are unable to fulfi]] the criteria kept for they shall stop and try another

qon which may fit their abili ok
option whic ay fit their ability. In general the programs are organized from the government level

and managed by the institution under close supervision of Ethiopian TVET Agency. As per
indicated from item 2 of number two 70% of trainees and that of 67.0% from management side
followed by 60% of trainers there is an agreement that the college runs its training programs
effectively. This implies that the programs offered by the College are highly demanded by its users.
Besides it is possible to say the college is relatively performing the programs to produce competent
professionals that can help to the need of the country in the development plan as far as quality
training is to be delivered. As it has been depicted of the same item of table 3 pointed on number
three 53.3% from the trainers and of 36.7% [rom trainees followed by 32.5% from the management
have responded that the time investment of the college for training has been managed by allotting
30% for theory and 70% of the time given for practical aspects of the training. This implies that the
TVET College is offering training based on the guidelines of the TVET Agency by which more of
practice to be given in order to create competent manpower related to the need of the country to get
development practitioners. As it has been indicated in the same table of item number four the
majority of the respondents from all parties replied that the Selam TVET College works to organize
and implement training programs. This implies that the community of SDR-TVET College is

committed to eive industry based training to its users. Besides this shows that the College has

strong link with the Ethiopian TVET Agency in order to get directives which help to fulfill TVET

objectives. Moreover item number five of similar table illustrates that 53.3% of trainers and of
46.7% of trainees followed by 40% management responded that the College uses centralized

management to perform the training programs. This implies that there is less room for subordinates
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to participate in major decision making issues like bud
S N ou get concerns w

; ol oA hic i
perfo”" training programs successfully. Subord h has major value to

inales are very ¢ Tecti ]
| . ‘ . b close to the effectivene
lmplem nting programs lh@y dare be]icved to be reali ] T

(& ealizes of

. . the right resources > traini
Besides to exercise educational e » gl

adership makes ; : T
P makes its own contribution mutually to both parties.

However. this has an implication to maxim: ;
naximize the e perfor .
the future performance of the College.

4.3. The Implementation of Training Programs of SDR-TVET College
S

The following description analy; -
g zes ' the traini 4
) how the training programs of the College are conducted to

bring the required perfor

g = q : fl lf(.)l!nance as per the need of the training users to be competent after the
ccomplishment ¢ o : S
. 1 'llk ol Ol llﬂll?ll]g programs. It also illustrates the way that the training programs
undertaken both theoretical and practical in workshops and classrooms on the basis of time

-determined .allolmenl OS on modular base keeping the preparation of TTLM
under the hands of the professional trainers.

scheduled as pre

Table 4: Implementing the Training Programs

No Items Responds
Trainers Trainees
Managemen
t
Bodies
— No Yo No Ya No Yo
Just the Principles guiding the conduct of training activities
. Increasing the number of competent entreprencurship 6 | 400 7 466 | 14 46.7
! . Certifying in providing quality training S 8333 4 267 | 10 S35
. Building organizational capacity AINIR2617 4 26.7 6 200
Total 15 100 15 100 30 100
Approaches adopted to conduet its training
Programs:
2 . Outcome-based Approach 10 | 667 | 13 | 866 |26 | 866
. [ntegrated Approach : 39 0 | 6.7 % 6.7
. Supply-Driven Approach < lﬁﬂd’ II' (’“7 = ;‘(]7
Total 1S 10 5 100 ( 10
Training Programs are Conducted By s
U Build up Trainees' Practical Skills High through 0s (f 4(3 . 7 »1? 7 l'/: _:(- 7
3 C Establish institutional assessment to improve Competency i 22 ._; g T‘) (7,) : T? Z
Aaintaim ¢ snathen excellence in Programs and Services <0 = 2o % 2.9
oy Maintain and strengthen excelle B (s | 100 s 100 30 100
Total
Do the training activitics contribute to skills development?
A. \[cs 9 60 12 800 | 25 833
Bal¥o SO R T S R
4 Gybiotitnown 3 {20 1 | ezl 3 fia0
gotdl 15 | 100 |15 |00 |30 | 100
o, of the trainees and 46.7% of trainers with

As it has been illustrated from table 4 item number three 56.7

raini -norams are conducted in both classrooms and
40.0% of management have responded that the training progran
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workshops for theoretical and practica] aspects of the {
ot

aining as per ke i
AIing as per kept the time allotment given to

complete the OS. Besides the competencies under the Og
are

to be properly applied practically using the

Ihis implies that the TVET training is
which each necessary step has importance 1o ad v .

necessary material needed for the training.
an intensive aspect by
alue for the traj

. nees at the end of the program completion
More over this shows that the college is offering ini 5 p |
; z lege is offer ING 1S training progr

y ams based on the directives of the TVET
Agency o get better performance that would he

I T e e g
/ h P to fulfill the purpose. The same table of item number one
depicted that the 46.7% of the trainees

and 46.69 inere .

- ik @ 6.6% of trainers with 40.0% of management replied that

incre o the number > S .

DSLEIRE of competent entreprencurs s core guiding principle in conducting the training
= S S S

programs. This implies that the training Colleoe |

1as the intention of the government development plan to

end poverty so that to fulfill this purpose producing the relevant man power at least at local level

can have considerable value to fit the pur 5 % ataw e I ; -
a purpose. Item number four of similar table describes that 83.3% of the

PNTEPEEY 0, “trainer 1 0 ,
trainees and 80.0% of trainers with 60.0% of Mmanagement responded that the training activities conducted

by the College have impact of performance to the skills development. This shows that all the respondents

owe the performance of the programs conducted is great to bring essential impact in developing the capacity

of trainees which in turn are useful to the needs of the country development. Because the unified desired
outcomes can have a positive impact to the development need of the country beyond fulfilling the local
need. As it has been illustrated the item number two of similar table 86.6% of both trainees and trainers
followed by 66.7% management responded that the college adopts the outcome based approach of training

gives training on the basis of producing

=
o

in order to conduct the programs. This implies that the college
competent trainees that could compete very well to the market need of the country as a whole and in
particular to the benefit of the stakeholders in the local area.

4.4. The View of Trainees on the training offered by SDR-TVET College

The below issue explains how trainees perceive the training programs offered by the College are at right

path way to address the needs of its participants after completing the TVET offerings. Besides this it
describes trainees have viewed the impact of training offered in the trainee’s chance for employment or self
employment. More over the Trainees viewed how the programs need to be/geared iniordentolmakeitien
improved quality to become highly demanded before the consumers and practitioners of the technical and

vocational education.
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; 5: the Trainees’ Vi o
Table 5 : View on training Prograns

S
No
i ltems Responds
— — Trainees
I'he Training offered is: No Y
i o
e On lhu}rlghl track to offer relevant trainins
1 e Thereis lack of learning materials 5 18 60
e Trainers commitment 1S NOL strong 5 16.7
Total = 7= [h2318
30 100
I'raining offered is relevant oy emplover needs
A. Yes > i
2 B. No 20 66.7
C. Not Known 7 233
Total 3 10.0
Trainees view how the College improves (o relevant 30 100
training is
3 *  Improve Trainers capacity through skill £ap traininas z 50
*  Raising scholarship opportunity i I'; 3( 7
~ f b &0
*  Reward excelling performance among trainees 7 233
Total N 100
Lot 30 | 100
Rate ol employment Access of graduates
e 100%
0,
e 80% 9 30.0
4 e 60% and below I 36.7
e 70% 6 200
Total 4 13.3
30 100

As per indicated on table 5 of item number one 60% of the trainees have a view that the college is
at the right track to offer relevant training. This implies that the College has put an impact of
offering training which is relevant to the needs of trainees for they to cope with the contemporary
market demand. Besides 66.7% of the trainees have a perception of the training offered is relevant
to the employment needs of trainees as indicated of item number two of similar table. This
indicates that there is no doubt to the relevancy of the training programs of the college in need of
fulfilling the trainces' needs. With regard to what the College shall do to improve offering of

relevant training 50.0% of the trainees have responded that improve trainers capacity through skill

gap trainings is taken as main option. This implies that the training given Is still better enough to

produce competent skilled manpower. This also further indicates that a lot must be done to upgrade

' A T ity traini svond the accessibility of training. From
trainer’s capacity in order to offer more quality training beyond the

item number four of similar table 36.7% of the trainees responded that 80% of the College

nent. This indicates that the College has received better recognition

graduates get access to employ! S ;
aining and education if attention is delivered

among its stakeholders and be able to give more i
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o employers of its trainees Furtler i
among €mploy ramees. Further more It implies that there can be fondency foriihe
aY /4 D 12~ Y - J J
graduates to have self employment as far a5 they commit themselves to create thei job
J ; ate their own jobs

4.5. The Level of performance to quality

education and training at SDR- College
The following issue describes how far the training offe

[ red by the Selam TVET College performs to quality
education and training. Besides it briefs the deliy

ery of training resources for the training as per training
manuals to fit market requirements. The most import

ant issue here is to what extent Selam has gone to
implement its training programs which have been implemented according to the Occupational Standards
pefore trainees sit for the institutional assessment and that of national assessment to get the maximum

quality training which can help trainees to be competent in their field of studies when the market is demand
full to accept those graduate trainees based on their performance in the given environment. Besides this
section deals with how far Selam worked to quality Education and Training in order to bring the desired out
come using the training activities relating to the trainees need. Moreover it shows the college effort to bring
progress by providing market related trades which could be included under the curriculum of Ethiopian
TVET System may be by matching it to the needs of all stake holders to get better satisfaction from
educational products and services. Clearly speaking Selam has attributed to the beneficiaries of its training

by striving to quality type of technical and vocational education in its units in both theoretical and practical

competencies at class rooms and workshops.
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Table

Y By A P e o
6: Performance of Trammg to Capacity

Buildi
tlilding
,——/\
No ek
tems Responds
1 Trainers Trainces
Managemen |
t
TR - Bodies
> training contr S OTCh 5 ]
e trair |r_|,,, contributes to acquire quality education ; I traing No | % No % ~o o
1 e Thelevel of using appropriate lct:lmol ) ]J"( L -
The level of Lavis 02V In the trainine
. '[‘hg level of having competent entreprencurship ining 4 | 267 4 267 g %7
.” [he level of getting maximum performance 3 333 4 2657|510 333
Total 6 [400 7 466 | 12 40.0
e : 1S 100 15 100 30 00
[he College performs trainer-traj 5 B ( 100
- S Ui -trainees re - :
A mens ces ratio from 1:10 to 1:7 for all level
2 . Defimtely yes
. Relatively yes 4 26.7 5 333 i 253
. Probably ves 8 533 7 46.7 18 60.0
Total 3 200 3 20.0 5 16.7
sy 100 15 100 30 100
Trainers usc traini anuals which re
e g manuals which respond to contemporary market necds
3 B. No I8 [R467 9 600 | 19 63 4
C. Gave no comment 6 (400 4 26.7 7 2383
Total 2| 133 2 133 4 26.7
15 100 15 100 30 100
: The cv.\»l]c\-:,f,c provides learning material at the right time
A Yes 3. N )
] 533 10 66.7 | 20 66.7
B.No e S ,
C Gave no comment e E Pl 2 2
i l.L| ¢ 2 134 2 133 4 13.3
R 15 | 100 15 100 | 30 100
I‘h? (T()Ilcgc is committed to improve trainers® skill in quality education and
training by
5 e Finng external trainer 2 133 1 6.7 2 6.7
e Having on the Job tramning internally it 46.7 10 666 | 20 66.6
e Supporting trainers for upgrading their skill 6 | 400 41 26:7 8 26.7
Total 15 100 15 100 30 100
The TVET College you belong to has enough skilled trainers
6 A Yes 7 46.7 9 600 | 23 76.7
B.No 6 | 400 5 333 6 20.0
C Gave no comment 2 13.3 1 6.7 1 313
Total 15 | 100 15 100 | 30 100
The main result which has been obtained when Selam TVET College
implemented Quality Management System is
7 o ved customer satisfaction
:_HIWFO " {resp : ibihty conflict 8 333 10 66.7 | 22 733
» Eliminaton of resy onsibihity ¢ 5 134 5 113 3 10.0
s Appreciation Irom service users 5 133 3 200 5 (6.7
Total 15 | 100 |15 |100 |30 | 100
The more demand driven trades given in your TVET College are
o The General Metal .lebric:mon and Assembly . S 5 o0 5 E
8 e The Furniture Making 4 267 3 200 2 67
e The Automotive 4 26.7 2 133 5 16.6
e The Other Trades 2 133 1 6.7 2 6.7
Total 15 100 15 100 30 100
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As it has been illustrated from the table abovye

of item number one 46.6% of the tr
Spectively h

: P b ainers and 40.0%
from both the trainees and Mmanagement re

: a ] _ ave responded that the training contributes to
acquire quality education and training to the level of

gttty s
getting maximum performance. This by itselfl

implies that the training offered by the college is in per
2 8 better

5 . position to contribute for quality
effected in the city of Addis Abab
College could be exemplary in providing

education and training to be
a. Besides it indicates that the
better quality in running the programs. More over it

/ e high perfor : e
shows) th Sauberiorimance  sof ithe training - programs  will lead to producing competent

entreprencurs.

With regard to the trainer-trainees ratio the respondents as indicated from the table above of item

0 7 e S 0 > .
two 60.0% of the trainees and 53.3% of management with 46.7% of trainers responded in a way

that the College performs relatively from 1:10 to 1:7. This shows that the College has capacity to

give quality education and training if its leadership and management are committed to better

quality by providing the right resources at the right time and place.

Regarding to whether trainers use the training manual 63.4% of the trainees and 60.0% of trainers
with 46.7%o0f management agreed that the College trainers use training manuals which respond to
contemporary market needs. This shows that the college gives due attention to quality services

relating to its users. Besides this may have its own better impact in admitting more stakeholders to

the College training.

According to item number four of similar table 66.7% of both trainees and trainers and 53.3% of
management responded that the College provides training material at the right time. This shows
that the college has capacity to deliver quality education which could sense the current needs of its

users. Besides it indicates that it has ability to provide more programs i there could be initiatives
among the college and its stakeholders.

: ; : > 9 dents from
As it has been indicated from item number of the same table 66.6% of both respondents fro

: ; ; : -esponded that the college is committed to
trainers and trainees with 46.7% of management resp =

ality education and training by having on the job training inside the
[« (= -

improve trainers’ skill in qu
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College. This shows that the College has better acce

o i . e s (o prov
(raining workshops in addition (o hiring extern

ide on the job training in side its
al consultants.

soarding to whether the c ] ‘
Retine ¢ college has enough skilled traine

- ‘ IS or not item number six of the same
table illustrated that 76.7% of the trainees and 60.0

O e b

o of trainers with 46.7% of management have
as enough skilled trainers which ¢
training. This implies that the college |

o

responded the training College h e ity " |
an give quality education anc
1as ability t [ ;

as ability to perform (o capacity development as per needed

by the country relatively. With regard to the main results obtained

as the result of implementing
quality management system item numbe

rseven of similar table depicted that 73.3% of trainees and

0 B L e e "t S 0 3 3
66.7% of trainers with 53.3% of management have responded that improved customer satisfaction

been obtained as main result. Thi S s :
has é as me It. This shows that the application of quality management system

has its own contribution to satisfy the needs of its users and makes considerable impact in gelting

quality education and training. Regarding the trades given in Selam TVET College item number
eight of table 6 depicted that 70.0% of trainees and 60.0% of trainers with 33.3% of management
responded that the General Metal Fabrication and Assembly is the more demand driven trade as
compared to other trades offered by the College. This implies that the College is highly aware of
the contemporary business environment so that it has to become flexible to the needs of its

customers in order to be highly needed by its clients in the current market.

4.6. The Major Problems Encountered in Accomplishing Training Programs

The following issue describes the main problems which have been encountered during the time of conducting
the training programs. Besides there were also the specific problems that aggravate those major problems

and hence they played unfavorable impact not to get the desired out comes of training.
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Table 7: The P

Items
No
The Major Problems Enco ed i
h S Lncountered in Ae ishi i
A complishing College
*  Lack of Adequate Manpower
1 *  Tmmedelay for decision
c Lack of clear guidelines for work relationships
I'otal iy
Responses on Specific Problems
s . . 1s Encountered in i
11m 5 y
o plementing
2 A. Yes
B. No
Total

As it has been indicated from table 7 of jtem number one 50% of

trainers and management have responded that the |

have become the major constraints encountered i
i untered in

rob D ed i
blems anountelcd in Accoml')lishinu
f=

[raining Programs

Responds
Management Trainers Trainces
Bodies
No Yo No Y% No Yo
4 26.7 5 3533 7 233
3 333 4 267 N 26.7
6 40.0 6 400 | 15 500
15 100 15 100 | 30 100
9 600 10 66.7 | 21 70.0
6 400 5 333 9 30.0
15 100 15 100 | 30 100

the trainees and 40% of both
ack of clear guide lines for work relationships

accomplishing the College training programs.

This indicates that where there is no clear guide lines affecting the training programs will encounter

in lag behind to accomplish those programs on time. This by itself creates the problem of using the

necessary resources as per planned to finish the scheduled program. This will then lead to wastage

of all resources as an obsolete.

With regard to the specific problems item number two of similar table depicts that 70.0% of

trainees and 66.7% of trainers with 60.0% of management responded that there were specific

problems encountered which hindered the programs from implementing successfully. This

indicates that those problems have become real as the result of reluctance to decide ahead be it

knowingly or unknowingly. This also implies there were responsibility conflict among subordinates

and the bosses of the training College.
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Table 8: The Measures taken to solve Py
el roblems Encoun!orcd

e
No
Item Responds
Manageme | Trainers Trainees
nt
Bodies
Yo o Yo
| Responses whether measures taken solve . No No N
R "ento solve those problems or not : 2
B. No S |333 9 | 600 20 | 667
Total 2 46.7 6 | 400 10 333
15 100 15 100 30 100
The Measures l.:lkk‘ll to successfully implement training programs were
¢ Identify the real manpower shortage and hire r‘iuh[ pk\_‘r\'gn
2 * Provide on job and leadership training - 3 | 200 3 20.0 233
- - = - > - =
¢ Follow the traming guidelines of TVET Avency 7 46.7 8 533 16 53 g
Fotal 5 333 4 26.7 7 233
== 3 — — 15 100 15 100 30 100
I'he College has Technology Transformation Department to solve performance
related problems
3 -\[.;\\u;.s 10° | 667 |11 {733 |22 733
e NO 5 333 4 ‘ 26.7 8 26.7
otal 15 100 15 | 100 30 100

Regarding the measures taken to solve the problems encountered item number one of table 8
illustrates that 66.7% of trainees and 60.0% of trainers with 53.3% of management have responded
that the measures were taken through group discussion among subordinates and the chiefs of the

management to eliminate the main points of deviation which created responsibility conflict.

Besides as it has been depicted from item number two of the same table that 33.6% of trainees and
53.3% of trainers with 46.7% of management responded that provide both on job and leadership

training were taken as measures to successfully implement training programs. This indicates that

the trainers and their bosses have realized the points of deviation and agreed to solve the training

problems leaving apart of their personal interest.

; . . : > of similar table that whether the College has
Finally it has been depicted from item number three of simila : g

€ 009 1 - not an 7 b) 30 ofbolh tramners clnd trainees w l[h 667 00
t Chn l ._.y tranS{bl‘lnallon depat‘ln'lent orn a d - A] <

) O ic oe believes that there
respondents of management replied that it has. This indicates that the Colleg

1 order to be competent for this dynamic market environment

need to be using of technology i
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= a Mation where by the market evolve it may result in f
re g, © ll]

al [l“enl helps IU Eet I'QIHC‘(IV

oreanize new ideas to improve perform

apart and cause entire loss. This dep alling

for it has opportunity to gather and
ance.

4.7. Data generated from an intervieyw with tl
: 1¢ selected TVET C
ollege leaders
\ 5
one of the most import

TVET College as they set the direction accord

It is true that college leaders are : i
ant figures on the lraming scene in every

g to the laws and policies in the sector. Both the

training and non-training activity of a given college cannot be out of their sight

It was assumed that TVET leaders had general views of the overall activities taking place in the

colleges where they were assigned. Led by these assumptions, the researcher presented some

3 A ) e\ e ) relate - O
questions (see Annexure 3) related to performance of training program to the college leaders,

It shows the data extracted from the interview conducted with the college leader (dean or vice

dean). However, for the sake of anonymity the researcher made no mention of their names.

Furthermore, the same questions were asked to some of the College management, the trainees and
the trainers in interviews. The interviewees have mentioned that training programs have been
organized according to the Ethiopian Occupational Standards of New Curriculum under which
there have been Units of Competencies to complete each level passing through various learning
outcomes. The management goes down to the institution under the supervision of Addis Ababa

TVET Agency.

4.8. Data generated from an interview with TVET trainers
i i ip trai i > necessary
Generally speaking, college trainers were assumed to equip trainees with all the necessary

knowledee and skills. To this end, they were providing both theoretical and practical knowledge
o ¢ .

and skills of a given occupation. They arranged various kinds of implementation programs for the

achievements of these o objectives. They even established partnership with training institutions and

: o ter knowledge rainees
industries/enterprises for the provision of better know ledge to the trz

o e s with trainers at Selam
With this understanding in mind, the researcher arranged Interview programs w ithitre ; :
g i

‘ interview sessi the basis of their training
College and its units. They were selected for the interview session on : I s
S e A ‘
- thev were supposed to have better
experiences in their respective college departments. Moreover, they pp
i i is_an interview session (see the
understanding of the training in their college. In view of this. ¢
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questions in Annexure 4) was held with o

‘ ach of these traife
mention the names of the interviewees,

'S separately. There was no need to

chard to the conduct of training progr

dms I'Cspondenl i

S hll\’e I'L-‘plled lI 1 Iviti
l (\ L] . 0 > Al e ]a[ CUVIUL“S Ve -€
ndu lfd n a way lhgl[ ;0/0 O] lr(l““ng ]JE'OL—'I ( h“ h |

ams were imple

T emented at worksho / ilizi

' : o ' s by mobilizing

necessary facilities as per allotted nominal hours in the OS. TI 5 B
. The remai

o . ning 30% training prog
were given in class rooms with the intention ¢y : s

al trainee :
; | . at rainees shall have theoretical abilities in line with
the practical competencies which enable them competitive

in the world of work. At the end of each

level or competency trainees will take ituti
ake Institutional assessment and National assessment

: seftive v % (e elr ‘for 1
respectively to measure their performance. The aim behind such process is to make trainees
< . al ‘

competent in the world of market either for self employment or employed by employers
4.9. Data generated from an interview with trainees of the TVET Colleoe
=]

Trainees were the focus of attention to both colleges and enterprises. This institution aimed at the

trainees or future workers/employees to equip them with the desired occupational knowledge, skill
and attitude.

This was the main aim of apprenticeship training program. In fact, training performance may seem
unthinkable without its recipient trainees. Every training activity or program designed or
implemented at the college or enterprise level can bring the desired result when it considers the
trainees at large.

In the preceding interviewee sessions, the researcher tried to seek information from the people who
involved around the implementation of the training. However. none of them could be the main
focus of the research as the trainees. Hence, the researcher felt it necessary to involve the trainees

themselves in this kind of research. After all, the main aim of this research is to see ways of

improving the bottlenecks of the implementation problems of training performance. This would be

realized when the trainees take part and express their views, values, interests. etc. regarding

training performance.

A total of six trainces were selected for the research. Three participants were drawn from

The College and the other three were selected from Selam Village. Based on their training level.

x e o : hree trainees were
three of them were from the electrical installation field of training and the other tl é

o 2 2 L one of them was
from food. machine and auto engine field of tramning. Five of them were males and 2
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a female. Three of them, chosen from Selam. EXperienced ful]
Ime pract

ical training for a
g montl
ook p ( |

. he other hand, the other thy
(ime. On the 0 ; 1er three t A
1an on-and-off ty

pe of training proeran

arranged between the College
" structured Iinterview (see the question in Annexure 5) was arran d for all
as arranged for all interview

ees. This was
not thought to provide ¢

due to the fact that trainees were

laborative

response to the unstructured

. o wever, t cher trie i i

interview. However, the researcher tried to indulge in depth to get detai] information f; |
g g ‘mation from each

ach interview in English.

The above respondents pointed out that trainee

interviewee. Each question was forwarded to e

TR § view the training offered by the College was
> i cII € hey ¢ < £ ~ Fid . &
helpful to e e they. got.a, chance to acquire appropriate skills to compete and win either the
lra - QP o e 3 Nlaaras .
market or sell employment. Where as some of the respondents reflected their feelings in a way that

the training offered by the College has path Way 1o get essential skills but not in a way that fully
e < ay & \

address their need. As they mentioned skill gap was observed though the college is equipped with

machineries and material resources. Others mentioned that there were shortage of training manuals

in some units and hence they were not privileged to get material for their specific assignments.

In relation to the extent of training for performing quality training and education interviewees
responded that the college has implemented the Quality Management System and brought customer
satisfaction and have been resulted in encouraging performance.

Regarding uncertainties respondents have described there were major problems in accomplishing
training programs. As they mentioned lack of College working manual and lag in immediate
decisions for training issues were among critical ones. Besides lack of clear guidelines and
responsibility conflict have been mentioned as considerable problems.

The interviewees have also mentioned the following statements, which can strengthen the above
points. One of the interviewees has put the challenges as follows: It is clear that in order for TVET
o develop in the region all actors should be aware. For example, it is possible (o create awareness

on the current national TVET policies and strategies 10 higher officials and to the sociely at grass

Root level. Opening departments without doing feasible study that fit with the Resource available in

em to alleviate the real life problems.
can join TVET with out their own real

Not making students at the
the city creates a huge probl g
elementary and secondary schools aware SO that the)

interest. "
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Another interviewee expressed the follow

Ing:

« There were ho definite and cfe

ar guide lines tha he

| Ip to create bette
here was no responsible person in the

| I work relationship as
college. Beside

S competent and Skiflful manpower
were but not enough and 1o some extent theye

1s also shortage

Jlrainers

| of lraining material in a few
departments. |

Besides one interviewee of the Coll ege has mentioned that since they
1t robl sHice there was no any well organized
College manuai it has created problems of implementi ey

8 | f implementing the training programs on the right time,
Moreover he mentioned that the re sponsibility conflict has peen occurred many times and later jol
‘ ) A3 ier job
description has been prepared at least iy helped 1o eliminage major problems. The

I)Of”{c(/ out that budget release (o purchase training

same mierviewee
material and equipment to some departments

as difficult because response for the re : e
was diff / Jor the request delayed. Wit regard to documents respondents

explained that the College has policy documents related 1o TVET training applied by the College 10

perform quality education and training though there was shortage of experts at the beginning.

Later on, the College has trained some staff 1o handie the performance related problems to those
documents through the application of quality management system and ISO Certification
documents. However, some interviewees mentioned there were still problems to solve the major

non-conformities because of delay in decision making to the training related issues.

4.9.1 Data generated from FGD with Selected participants

The FGD was held to complement the interviews conducted with the other participants. The
rational for including this tool was that the data collected from the other participants had to be
substantiated by applying FGD.

As it can be seen from the table, the respondents selected for the research were mature and were
thought to have better life experiences. This fact had a positive effect on the research.

Hence, the researcher held FDG with five trainees (who have gone through the training

, " interview.
performance) selected from colleges to generate more data that can support respondents’ i

; 2 0 fi lam for this
Accordingly, three trainers were selected from College and the other two som Scl

” . an ecified in the table. Instead.
purpose. However. for the sake of anonymity. their names were not specified in the te :

the researcher applied letters to stand for names.
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[ fact, the FGD (see the contents in Annexure 6) w

as held in two sep

.| - arate groups. The discussion.
archer himself During the discussio

i1 each group. was led by the rese

. 2! n. the rescarcher tried to
pring the attention ofall particip (

ants to the i i : .
€ 1ssue under discussjon .This strateay helped to gain
more information. )

As indicated above Focus Group Discussion was held between three

. ainers and two graduate
trainees. As 1t has been asked based on the interview

guide those respondents replied the following:
« . The College has been taken as one of TVET institutions pe

rforming to Quality Education and

Training in Addis Ababa. Because as they mentioned Selam TVET College is well equipped on
petter training workshops and class rooms with training machinerie

s. Among the respondents one
has mentioned that Selam could be model TVET

institution to satisfy the needs of trainees by

oiving demand driven aspect of training but there are stil| gaps on the side of trainers to share their

maximum ability to their trainees. In their discussion other two respondents pointed out that the
College is in a position to provide outcome based training to perform better quality training if more
skill gap and leadership training to both trainers and management staff is given. Other wise they
pointed in the competing environment it may no provide quality type of training and education any
longer. Finally one respondent has put his view that Selam is in better position to provide quality
education and training in Addis Ababa as far as heads of the College and its owners positively

decide in every activity of training by using policy documents and guidelines and need to have well

prepared training manual.
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CHAPTER FIvE

5. Summary, Conclusion ang Recommen(ltmonS

5.1 Summary

The study is planned to investigate the trajnipe

Performance of Selam - 1
! . : é am TVET Colleee to Build
Capacity in Addis Ababa. To achijeve this end, :

the ro“"“"”‘:’ research questions were raised for

investigation:

- How are the training proor - o e
How & a g programs of the college organized and managed?

-How are the training programs conducted?

- How do the trainees view the training offered?

- How far the training performs to acquire the quality of education and training?

- What major problems have been encountered in accomplishing programs?

In the review of related literature, attempt was made to treat topics related with Performance.
Technical and Vocational education and training principles and practices with the current practices
and training policies and strategies were also briefly overviewed. It was also attempted to high light
that the TVET working mechanism of its organization and management approaches to participate
the stakeholders upon which sustainable development of target groups through appropriate training
is explained as major purposes and objectives of TVET for sustainable development.

To answers for research questions out of 60 respondents found in the College and its units
questionnaires were distributed in for 30 trainees 15 trainers and 15 management bodies
participated as respondents. All of the questionnaires that were returned as responses were
analyzed. Similarly in the mentioned institution an FGD was conducted comprising of two graduate

trainees and three trainers as representatives to triangulate the facts with the responses of the

interview. Interviews were also conducted with selected trainees. trainers and management bodies

who were working at the TVET College and Selam Villages. The information collected from FGD

- i i ire.
and interviews were narrated and analyzed to supplement the data obtained from questionnaire

Sk i ings were identified.
From the analysis made using quantitative data. the following major finding

59



nong those potential re : or
[. Al g | ¢ spondents the majority Were males with ace 25 29

o A4 ) age 25-29 vears /i
regard to their qualification 53.3%, of them were Diploma Hold l CRe
a Holders whose

Lo be experienced.
2. Many of the respondents replied that the Ty

’ ' professi > i
field or manufacturing that was belioved proiession to be industrial

aining Proey . .
< g Programs were organized based on the new

This TVET System w
Standards under it there would be Units of competencie

curriculum of Ethiopian TVET System.
as organized as Occupational

S. The management goes down to the

institution under direct supervision of the Addis Ababa TVET Agency. M
A U¢ :V -"‘ \Y

any of the respondents
700, ok . s
70% of time mvestment for both theory

et - :\4/; 7 acirl e 5 A . I
training respectively. Besides the college works in organizing and implement programs until eivine

replied that the College used 30% , :
and practice of the

itv trainine fi e / e ]
quality training followed by on the job training and assessment centrally managed by the institute.

3. Regard to the way of implementing programs more of the respondents replied that training

programs were conducted in a way that it can help to build up Trainees’ practical skills high

through Occupational Standards. Increasing the number of competent entrepreneurs has become the

leading principles of training activities in process. The training activities of the College are
believed to perform well for skills development. An out come-based approach was adopted as
beginning by the College to conduct its training programs.

4. With the view of trainees on the training offered 60.0% of them perceived that it is on the right
track to offer relevant training. Besides many of them agreed the training offered was relevant to
the employment needs of trainees. And almost half of the respondents viewed that the College
should improve trainers’ capacity through skill gap trainings. More over the trainees perceived the
80% of College graduates get access to employment.

5. With regard to the training performance to Quality TVET many of the respondents replied that it

had up to the level of getting maximum performance. Besides they agreed thata 1:10 to 1:7 trainer-

trainees ratio has been relatively performed by the College. Trainers used training which responded

to contemporary market needs the majority have replied that the College provided learning material
. oar 3 elay as

at the right time except to few departments delay in purchasing becadseiohbudectee e i

mentioned in the FGD. Having on the job training internally has been taken as strategy to improve

} < ini / l} le it. hﬂd

1 S a i I i V- fu a i TVET l\jltl“v Or thC'
enouoh SkiHEd l.l"lillel's e\'ce])t some Unll lh‘t helP 0] ”“P 0 ln: qu [ﬂ'y &
=) (4 2
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respondents have also agreed that Improved custome

| | I satisfaction has been
College implemented the Quality M

anagement Systen.
(here were still problems to solve (he m

achieved when the

However 1
OWever, some respondents pomted that

4JOr non-conformities bec

s . - ause of delay in decision makina
to the training related issues. With regard to the ]

trades given by
ation and Assembly W
6. regarding to the problems encountered many

. the College those respondents have
agreed that the General Metal Fabric

as more demand driven in the market.
have mentioned that there was the |

ack of well prepared College working manual. lag in
immediate decisions for training related issues and resj

| ack of clear
guide lines for work relationship. Besides. |
donsibility conflict were among the major
at specific problems ¢
some of the specific problems were skill g

The majority have also replie ’ :
ones. The majority have @ pled th ncountered. As respondents mentioned

aps on the side of trainers. purchase delay in delivering

training materials of some units. However But. respondents emphasized solving the problems

should not be only a one time action rather it has to be carried always and should be sustainable.

Majority of the respondents have also mentioned that there was the Technology Transformation
Department in the College to support the performance of training as quality service provider.

7. The Respondents also claimed that there was lack of well organized workable college manual as
the result it has created delay in implementing training programs at the right time. From both
respondents of the interview and focus group discussion budget release to purchase training
materials and equipment to some departments was difficult because of delay in critical decision.

5.2 Conclusions

It may be known that the production of skillful persons at any level is decisive to a country’s
development. To this end, there may be various means of training programs. Among some. training

or the kind of training process jointly accomplished between the TVET training providers and

! s = = were exerted by
enterprises-service providing or manufacturing enterprises can be the one. Efforts Y

S . . Similar efforts
RVE training providers and enterprises to produce middle level skillful persons. Simile

- oY : o0 oduction of
need to be exerted to correct the implementation of training program. Ctheriosien,
middle level skillful persons cannot be attained.

n TVET College training
In line with this, this research intended to assess the performance of Selai

i investi lem. the quantitative
programs in the Addis Ababa Administrative Region. To investigate the prob q
Cl
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research approach was employed. The data enabled 1o conclude 1
lude that

8 ' ' the imple i “traini
programs require the consideration of bo, institution T Sl g

and human conditions
facility avajl

al
The institutional conditions refer to (he necessary

able in the vocational providing

. an conditions refer (o e sKills, work rel
motivation, commitment. etc. of people inyolyed

institutions. On the other hand, the huym

ations, principles,

around the program, The current research

suggests that context specific institutional and hum

an conditions should be considered when

dealing with training performance and the application of '
o n clected learni i
pplica of the selected learning theories.

Generally. this study shows how the Selam training College programs h

. # | | ave impact to develop the
capacity of its users in Addis Ababa and influenced by

the performance of the organization and

management practices of TVET from the perspectives of providing
=)

quality training and education.

The Selam TVET College training reflects the programs were organized according to the new

curriculum of Ethiopian TVET System in the form of Occupational Standards under which units of
competencies were included. The training programs were conducted in the class rooms and
workshops in both theory and practice. These were centrally managed by the institute under the
supervision of Addis Ababa TVET Agency. Traits in relation to decisions on basic issues such as
performing the college objectives and the budget allocation held centrally.

Trainee’s participation over the main areas in which they need to decide like what to learn looks
shallow. This exists as the result of absence in well prepared training manual which encompasses
all trainees, trainers and subject matter specialists during preparation of the materials which helps
identify the actual needs of the trainees.

The theoretical and practical activities indicated the presence of facility on the side of the training

College which is a crucial point for realization of development goals. This has a reflection where

by considerable facility has attributed to high performance.

The College environment seems inviting to trainees and adeguate for the training but still there

A 5 . ¥ G /i f l“““ in
happened to be gap in skills from trainet’s side. All in all. the College faced with Problems

e o sidine quality TVET Education and
giving practical decision making in its units in the effort of providing quality T

Training.
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5.3 Recommendations

§ ¢ xy (0] . f‘Ol W

: 5 e ing recommendati >
forwarded in order to perform the modular trainine being « R
o

' : L& l V [ O“L (S

‘ - and equipment .The training
needs to be free from any forms of inconveniences In P ves

addition, all the stakeholders must give due

attention to the on going trainings especially the practical ones
), al ones.

The training manuals may | o
2 z g : ay have to be prepared or adapted with the direct participation of the

trainees, trainers and Local subject matter specialists through out all the processes in the trainine
-~ (4 —

3. The decision over series of trainine | v e ;
< g 1ssues including the preparation of TTLM should not be only

left for trainers. The manuals need to be prepared ; : ]
prepared in such a way that the learning contents will be

sequenced in a helpful manner to learning. It looks also essential to list Objectives, devise exercise

recommend methods with training aids and include evaluation mechanisms. It is also advisable to
prepare trainer’s guides for both theoretical and practical training sessions.

4.The College needs to prepare effective working manual up on which the responsibility of the
members of its stafT clearly indicated so that the lack of clear guide lines for work relation ships
would be eliminated and conflict will be resolved.

5. To improve the effectiveness in quality training. it appears necessary to arrange a training
program of trainers training for development projects. This can be given in the short run for those
who are already on the job but in the long run the better solution is revitalizing the practical course
in the TVET College in such away that it includes the necessary contents for the skills and material
preparation.

6. It is necessary to give due attention to the requests of training programs which need critical

participatory decision making with mutual team spirit in the time of budget allocation or executing

objectives in order to help performance of training reach to the apex in quality.
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ANNEXURE 1

ADDIS ABABA UNIVERSITY
SCHOOL or GRADUATE STUDIES
DEPARTMENT OF EDUCATIONAL, PLANNING AND MANAGEMENT

QUESTIONNAIRE: To be fillegd by Trainers, M

anagement bodjes and
Trainees in Selam Children’s Village Office
&

and the TVET College.

The purpose of this questionnaire is to gather data for

a study leading to an M.A.
Educational Leadership and Management. It ig

degree in
administered to survey vour views about
ssessment of the performance of Selam TVET College in C
a

of Addis Ababa.

an

apacity Building, in the case

S o " genuine responses, you are kindly
Since the success of this study depends on your genuin sp y

sted to be honest towards all items provided in this questionnaire. The information
requeste

Sincerely.
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Part One

Please read the 'Following and fill ip

% 1€ box by ys;
by writing a short answer whe ... .. % By Using 4> mark o
LEHES 1N requireq.
|Name of training Colleoe
= —‘\
2 SEX D Male
2 ale D Female
3k Age D 20-24years D 25-29vears
l:l 30-34vyears D 35-39vear
40 years and above

4. Qualification

D Diploma D Degree D M.A/M.Sc

other

Your current position:

Field of study
Subject you teach/work with
Years of service

e ]

)
6.
T
8.

5-9

20 years and above

[] 10-14

]

Part II: Questionnaire related to the organization and management of training

programs of the College

L. How are the training programs of the College organized and managed?

2. Does the College run its plan to implement the education and training

programs effectively?

A) Yes

B) No
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3. How does your College m

i anage the py
theory and practice? S pro

portion of time investmenl on

A) Use 20% theory and 809, practice

B) Use 30% theory and 70, practice

C) Use 50% theory and 509 practice

D) Use other proportion of time

0O

4. How far the College works s i e 3,
- 8 L0 organize and implemen training programs?

5. How does your College manage (o keep up the performance of training
programs under Selam Organization?

A) Use Centralized Management D
B) Use Team Management D

C) Use Decentralized Management

Part III: Questions Related to Implementing Ways of Training Programs

6. How are the training programs conducted?

o G0 ~op?
7. What principles guide Selam to conduct training activities of the College’
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Do you believe the train;
g y uamlno ElCllVllleS have

development of community in Addis Abab contributed to the skills

a?
A) Yes
B) No

C) Say no comment

UUU

9. What approaches would the Colle
programs?

¢ li

UO

ke to adopt in conducting its training

A) Out come-based approach
B) Integrated approach

C) Supply-driven Approach

000

Part IV: Questions Related to the Trainees' View of Training Offered

10. How do trainees view the training offered?

L1. Is the training offered relevant to employment needs of trainees?

A) Yes [:]
ih il
C) Say no comment Ej

12. How do you view the college shall improve to offer relevant training 1n

need of trainees?
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13. How many of the graduates

of Selam TVET
access to employment? VET Colle

8¢ you think they ogf

A) 100%

B) 80%

C) 60% and below
D) 70%

N

Part V: Questions Related to the extent of training performance in acquiring quality
education and training g qualty
14, How far does the training performs to acquire the quality of educ

ot ation and
training?

15. Does the College perform trainer-trainees ratio from 1:10 to 1:7 for all
level trainees?

A) Definitely yes l:
B) Relatively yes l::l
C) Probably yes ‘:]

I ini ich r 1temporary market
16. Do trainers use training manuals which respond to contemporary

needs?

A) Yes )
B) No 22
=2

C) Say no comment
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17. Does the college provide learnine material at the right time?

= £ g2 e’
A) Yes
B) No

C) Say no comment

UL

18. How far your College is committed to improve

. . o trainers® skill in relation to
quality education and trainine?

A) Hire external trainer

B) Have on the job training internally D

C) Support trainers for upgrading their skill (:]

19. Does the TVET College you belong to have enough skilled trainers?
A) Yes
B) No

C) Say no comment

Ul

20. What main results have been obtained when Selam TVET College
implemented Quality Management System?

: o2y A
21. Which trades given in your TVET College is more demand driven
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part VI: Questions Related to Problems encountere j

| in accomplishing programs

22. What major problems have beep cencountered ; i
fhaccomplishing programs?

A) Lack of adequate man power

B) Time delay for decision

ork relationships l:]

specific problems while You were implementine
e X

C) Lack of clear guidelines for w

23. Have you encountered
programs of the TVET Colle

JQ

A) Yes

B) No

il

24. Have measures been taken to solve prob

lems of implementing training
programs of the College?

A) Yes
B) No

il

25. What measures were taken to successfully implement training programs?

26. Does your training college have technology transformation department to

solve training related problems?

A) Yes
B) No D

Thank you again for your cooperation.
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ANNEXURE 2

ADDIS ABABA UNIVERSITY

SCHOOL OF GRADUATE STUDIES

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT
EMEN

Interview Questions with some Selar 1
am TVET College management,

I. How are the training programs of the College organized ang managed?
= =} C ilalC e

|8S)

. How are the training programs conducted?

(95

. How do the trainees view the training offered by the College?

4. How far the training performs to acquire the quality of education and training?

wn

.What major problems have been enc ered i ishi
at major | ave been encountered in accomplishing programs?

6. What do you suggest the possible solutions to these challenges?

~J]

. Does your College have policy documents related to TVET trainings? How do you app

them to get quality education and training?

ANNEXURE 3: Interview questions for TVET College leaders

GENERAL INFORMATION

Title of the interviewee

Job position

Service year with the current position: _

Qualification

Sex

[- OPEN-ENDED QUESTIONS : ' : :
e How is the TVET training program going on in youl college’

" oo ; e om?
* What challenges do you have in training students in the classro
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o How do you solve this problem?

o What challenges do you have in training studengs ; tl
s in the

. practical fie]d<o
o How do you solve this problem? S

s are you I ement| e ;

o How are you implementing apprenticeship trainine progeam i collat
= PIOgram in collaboray;

on w

enterprises? ith the

] -oble id v C . -
1= problems did you face dur Ing the Implementation process of (]
G : 1€ apprent *
training program in the enterprises? Pprenticeship

o How did you solve the problem?
» What experience did you grasp for

a better future apprenticeshin frain:
apprenticeship training program?

ANNEXURE 4: Interview questions for college trainers

GENERAL INFORMATION

Title of the interviewee

Job position

Service year with the current position:

Qualification

Sex

OPEN-ENDED QUESTIONS

* How do you describe the implementation status of the apprenticeship training process
in the Addis Ababa Administrative region?

* How do you recruit and assign apprentices at the enterprises?

* How do you follow the implementation of apprenticeship training at the enterprises?

* How do you select enterprises for apprenticeship training?

* How do you start implementing apprenticeship training after you have selected the

enterprises?

] . i i ining at the
*  Who evaluates apprentices’ performance during the apprenticeship training &

enterprises?
k A -ocess in your college?
*  What are the challenges of apprenticeship training process Iny
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e What solution do You propose to soly

e the problems mentioned?
ANNEXURE 5: Intervieyw questions for trainees

GENERAL INFORMATION

Field of research
= E R e ot e

Level
et 0 S N

Sex

Age

Name of the college

The term of training performance

Training performance starting time

Training performance ending time

Training program per week

I- QUESTIONS ABOUT TRAINEES MOTIVATION

* What do you think is the reason for organizing training performance in this enterprise?
* In your opinion, how can trainee understand the objectives of training performance in
this enterprise?

e What makes you motivated to be trained in apprenticeship training in this enterprise?

e Did you come to this enterprise/for training performance/by chance or choice? / Explain
it?

e Are there things you like and dislike in this enterprise? What are they?

e What things add to your satisfaction when you take part in the training performance in
this enterprise?

o What particular tasks encourage or discourage you to perform at the enterprise?

e What particular tasks are you performing practically in the enterprise?

o What goals did you set when you come in this enterprise?
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e What reasons have you set for participating in the trainine

performance activities?
e Which factors of the followine.

specifically. motivate You to be trained in this

enterprise? Can you elaborate them?
o Is it dueto your own interest. if so how do you explain?

e [s it because of the existence of positive attitude by the

‘people” in the enterprise.

I s Wik eennle sre thach , ; ik : .
so which people are they? And how do you explain their behavior?

e Is it because the enterprise equips with special competence of the occupation, if so how
do you explain?

e Is it due to external motivators (availability wage, material incentive. ete). if so
How do you explain them?

ANNEXURE 6: FOCUS GROUP DISCUSSION WITH RESPONDENTS
I/ How do you explain your interest toward training performance in general?

2/ How do you describe the current status of training performance process in the
Enterprise you are assigned?

3/ How are the supervisors assisting you to gain knowledge. skill and attitude in the
Occupation you chose?

4/ what problems do you encounter during the process of training performance in the
Enterprise you are assigned?

5/ which of these problems have negative effects on your future career?

6/ How do you evaluate the training performance process in the enterprise you are
assigned?

7/ What measures should be taken to improve the training performance process in the

enterprise you are assigned?

77



ANNEXURE 7

Budget Schedule

As it has always been known, making sound research needs tantamount time energy and

financial capacity to be incurred from start to finish on the side of the student researcher

Thus, the research paper

regarding an assessment of the Performance of Selam TVET

College to build the capacity of practical skills in Addis Ababa has incurred a reasonable

amount of money to purchase items and use certain Web sites that help to accomplish

the study. Therefore, the table below shows expenses incurred to accomplish the paper

understudy by the researcher.

Sr. Websites  used
No and Items Being Expenses in Birr Total Expense in Birr
Purchased

1| Purchase of Books 90Birr S5408Birr
2 Web Sites 1808Birr 9008irr
3 Writing Papers 80Birr 320 Birr
4| Typing and editing 85Birr 510 Birr
5 printing 95Birr 380 Birr
6 Reprinting 95Birr 380 Birr
7 Travel Expenses 148Birr 112 Birr
8 Photo Copy 14Birr 112 Birr
9 Others 308irr 240 Birr

Grand Sum= 3494 Birr
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